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Overview

Under the Workforce Innovation and Opportunity Act (WIOA), the Governor of each State must submit
a Unified or Combined State Plan to the Secretary of the U.S. Department of Labor that outlines a
four-year strategy for the State’s workforce development system. The publicly-funded workforce
development system is a national network of Federal, State, regional, and local agencies and
organizations that provide a range of employment, education, training, and related services and
supports to help all job-seekers secure good jobs while providing businesses with the skilled workers
they need to compete in the global economy. States must have approved Unified or Combined State
Plans in place to receive funding for core programs. WIOA reforms planning requirements, previously
governed by the Workforce Investment Act of 1998 (WIA), to foster better alignment of Federal
investments in job training, to integrate service delivery across programs and improve efficiency in
service delivery, and to ensure that the workforce system is job-driven and matches employers with
skilled individuals. One of WIOA'’s principal areas of reform is to require States to plan across core
programs and include this planning process in the Unified or Combined State Plans. This reform
promotes a shared understanding of the workforce needs within each State and fosters development
of more comprehensive and integrated approaches, such as career pathways and sector strategies,
for addressing the needs of businesses and workers. Successful implementation of many of these
approaches called for within WIOA requires robust relationships across programs. WIOA requires
States and local areas to enhance coordination and partnerships with local entities and supportive
service agencies for strengthened service delivery, including through Unified or Combined State
Plans.

Options for Submitting a State Plan

A State has two options for submitting a State Plan— a Unified State Plan or a Combined State
Plan. At a minimum, a State must submit a Unified State Plan that meets the requirements described
in this document and outlines a four-year strategy for the core programs. The six core programs are—

e the Adult program (Title | of WIOA),

e the Dislocated Worker program (Title I),

e the Youth program (Title I),

e the Adult Education and Family Literacy Act program (Title Il), and

e the Wagner-Peyser Act Employment Service program (authorized under the Wagner-Peyser
Act, as amended by title 1lI),

e the Vocational Rehabilitation program (authorized under Title | of the Rehabilitation Act of
1973, as amended by Title 1V).

Alternatively, a State may submit a Combined State Plan that meets the requirements described in
this document and outlines a four-year strategy for WIOA’s core programs plus one or more of the
Combined State Plan partner programs. When a State includes a Combined State Plan partner
program in its Combined State Plan, it need not submit a separate plan or application for that
particular program. If included, Combined State Plan partner programs are subject to the “common
planning elements” (Sections II-IV of this document) where specified, as well as the program-specific



requirements for that program where such planning requirements exist separately for the
program. The Combined State Plan partner programs are—

Career and technical education programs authorized under the Carl D. Perkins Career and
Technical Education Act of 2006, as amended by the Strengthening Career and Technical
Education for the 21st Century Act (Perkins V) (20 U.S.C. 2301 et seq.)

Temporary Assistance for Needy Families program (42 U.S.C. 601 et seq.)

Employment and Training programs under the Supplemental Nutrition Assistance Program
(programs authorized under section 6(d)(4) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(d)(4)))

Work programs authorized under section 6(0) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(0))

Trade Adjustment Assistance for Workers programs (Activities authorized under chapter 2 of
title 11 of the Trade Act of 1974 (19 U.S.C. 2271 et seq.))

Jobs for Veterans State Grants Program (programs authorized under 38, U.S.C. 4100 et.
seq.)

Unemployment Insurance programs (programs authorized under State unemployment
compensation laws in accordance with applicable Federal law)

Senior Community Service Employment program (programs authorized under title V of the
Older Americans Act of 1965 (42 U.S.C. 3056 et seq.))

Employment and training activities carried out by the Department of Housing and Urban
Development

Community Services Block Grant (Employment and training activities carried out under the
Community Services Block Grant Act (42 U.S.C. 9901 et seq.)) *

Reintegration of Ex-Offenders program (programs authorized under section 212 of the
Second Chance Act of 2007 (42 U.S.C. 17532))

[1] States that elect to include employment and training activities carried out under the Community
Services Block Grant (CSBG) Act (42 U.S.C. 9901 et seq.) under a Combined State Plan would
submit all other required elements of a complete CSBG State Plan directly to the Federal agency that
administers the program. Similarly, States that elect to include employment and training activities
carried out by the Department of Housing and Urban Development that are included would submit all
other required elements of a complete State Plan for those programs directly to the Federal agency
that administers the program.

How State Plan Requirements Are Organized

The major content areas of the Unified or Combined State Plan include strategic and operational
planning elements. WIOA separates the strategic and operational elements to facilitate cross-
program strategic planning.



e The Strategic Planning Elements section includes analyses of the State’s economic
conditions, workforce characteristics, and workforce development activities. These analyses
drive the required vision and goals for the State’s workforce development system and
alignment strategies for workforce development programs to support economic growth.

e The Operational Planning Elements section identifies the State’s efforts to support the
State’s strategic vision and goals as identified in the Strategic Planning Elements
section. This section ensures that the State has the necessary infrastructure, policies, and
activities to meet its strategic goals, implement its alignment strategy, and support ongoing
program development and coordination. Operational planning elements include:

o State Strategy Implementation,

o State Operating Systems and Policies,

o Assurances,

o Program-Specific Requirements for the Core Programs, and

o Program-Specific Requirements for the Combined State Plan partner
programs. (These requirements are available in a separate supplemental document,
Supplement to the Workforce Innovation and Opportunity Act (WIOA) Unified and
Combined State Plan Requirements. The Departments are not seeking comments on
these particular requirements).

When responding to Unified or Combined State Plan requirements, States must identify specific
strategies for coordinating programs and services for target populations.? States must develop
strategies that look beyond strategies for the general population and develop approaches that also
address the needs of target populations.

Paperwork Reduction Act: The Paperwork Reduction Act of 1995 (PRA) provides that an agency
may not conduct, and no person is required to respond to, a collection of information unless it displays
a valid OMB control number. Public reporting burden for this information collection is estimated to be
86 hours per state; including time for reviewing instructions, searching existing data sources,
gathering and maintaining the data needed, and completing and reviewing the collection of
information. Responding to this collection is required to obtain or retain the Federal grant benefit. In
addition, responses to this information collection are public, and the agencies offer no assurances of
confidentiality. Send comments regarding the burden estimate or any other aspect of this collection of
information, including suggestions for reducing this burden, to the U.S. Department of Labor, Office of
Workforce Investment, and reference OMB control number 1205-0522. Note: Please do not return the
completed plan to this address.

[2] Target populations include individuals with barriers to employment, as defined in WIOA Sec. 3, as
well as veterans, unemployed workers, and youth.

|. WIOA State Plan Type and Executive Summary
a. WIOA State Plan Type



Unified or Combined State Plan. Select whether the State is submitting a Unified or Combined State
Plan. At a minimum, a State must submit a Unified State Plan that covers the six core programs.
Unified or Combined State Plan. Select whether the State is submitting a Unified or Combined State
Plan. At a minimum, a State must submit a Unified State Plan that covers the six core programs.

Unified State Plan. This plan includes the Adult, Dislocated Worker, Youth, Wagner-Peyser Act,
Adult Education and Family Literacy Act, and Vocational Rehabilitation programs.

Combined State Plan. This plan includes the Adult, Dislocated Worker, Youth, Wagner-Peyser Act,
Adult Education and Family Literacy Act, and Vocational Rehabilitation programs, as well as one or
more of the optional Combined State Plan partner programs identified below.

This is a unified plan

Combined Plan Partner Program(s)
Indicate which Combined Plan partner program(s) the state is electing to include in the plan.

Career and technical education programs authorized under the Carl D. Perkins Career and Technical
Education Act of 2006, as amended by the Strengthening Career and Technical Education for the
21st Century Act (Perkins V) (20 U.S.C. 2301 et seq.)

No
Temporary Assistance for Needy Families program (42 U.S.C. 601 et seq.)
No

Employment and Training programs under the Supplemental Nutrition Assistance Program (programs
authorized under section 6(d)(4) of the Food and Nutrition Act of 2008 (7 U.S.C. 2015(d)(4)))

No

Work programs authorized under section 6(o0) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(0))

No

Trade Adjustment Assistance for Workers programs (activities authorized under chapter 2 of title Il of
the Trade Act of 1974 (19 U.S.C. 2271 et seq.))

No
Jobs for Veterans State Grants Program (programs authorized under 38, U.S.C. 4100 et. seq.)
No

Unemployment Insurance programs (programs authorized under State unemployment compensation
laws in accordance with applicable Federal law)

No

Senior Community Service Employment program (programs authorized under title V of the Older
Americans Act of 1965 (42 U.S.C. 3056 et seq.))



No
Employment and training activities carried out by the Department of Housing and Urban Development
No

Community Services Block Grant (Employment and training activities carried out under the
Community Services Block Grant Act (42 U.S.C. 9901 et seq.))

No

b. Plan Introduction or Executive Summary

The Unified or Combined State Plan may include an introduction or executive summary. This element
is optional.

Workforce Innovation and Opportunity Act (WIOA)

The vision of WIOA is to achieve and maintain an integrated, job-driven workforce system that links
our diverse, talented workforce to U.S. businesses and improves the quality of life for citizens. This is
accomplished by:

e The needs of businesses and workers driving workforce solutions
e The workforce system supporting strong regional economies

e One-Stop/American Job Centers providing first-rate customer service to job seekers, workers
and businesses

This is reflected in WIOA'’s overarching goals:

e Increase access to education, training and employment, particularly for vulnerable
populations and people with barriers to employment

e Create a comprehensive, high-quality workforce by aligning workforce investment, education
and economic development

e Improve the quality and labor-market relevance of workforce investment, education and
economic development efforts.

e Promote improvements in the structure and delivery of services
e Increase the prosperity of workers and employers

e Reduce welfare dependency, increase economic self-sufficiency, meet employer needs and
enhance the productivity and competitiveness of the nation

Utah’s Vision

A strong economy, now and in the future, depends on a world-class workforce. Utah will enhance and
expand collaborative efforts with businesses and organizations, educational institutions, community
partners, and government agencies through business development and partnerships related to key
industry sectors and occupations. Through its implementation of WIOA, Utah will increase access to



and opportunities for employment, education, training, and support services that individuals—
particularly those with barriers to employment—need to succeed in the workforce.

Partners

The role of the core partners is to ensure services are coordinated, aligned, and complementary so
job seekers can acquire the skills and credentials that meet employer needs.
Core partners include:

Adult and Dislocated Worker Program

e Youth Program

e Wagner-Peyser Act programs

e Adult Education and Family Literacy Act programs
e Vocational Rehabilitation programs

Utah’s WIOA partners are responsible for workforce and economic development through the
collaboration of programs, initiatives, and services that create a seamless, customer-focused one-
stop delivery system. Utah’s required partners collaborate and align their services to enhance access
for job seekers and businesses.

Required partners include:
e Senior Community Service Employment Program (SCSEP)
e Veterans job counseling, training and placement services
e Career and Technical Education (CTE)
e Trade Adjustment Assistance (TAA)
e Community Services Block Grant employment and training activities
e Unemployment Compensation programs
e Programs authorized under the Social Security Act Title 1V, Part A (TANF)
e Job Corps
e National Farmworkers Jobs program

Statewide Input

Utah’s State Workforce Development Board (SWDB), through the work of its committees, led the
development of Utah’s Unified Plan and the 2022 revision. The board members directly participated in
the development of Utah’s vision and goals providing the base for the strategies, activities and
services outlined in the plan. Input for the plan was solicited from government agencies, nonprofit
organizations, local government, employers and elected officials. Utah’s two year update for its plan
was presented at six town hall meetings throughout the state, and available online for public
comment. Utah’s State Workforce Development Board and agency partners have worked closely
together to implement the goals from the 2016 plan. The relationships and connections that have



been built during the past six years influenced the development of the 2022 revision. All partners have
developed a clear understanding of their roles and how they can work together to continually improve
services and have a positive impact on Utah’s workforce system.

Strategic Plan

Utah’s plan includes strategies to achieve its vision and goals. The foundation of Utah’s plan is built
upon utilizing data, partnerships and its resources to implement strategies that support operations in
providing services to individuals and employers. Utah is committed to adjusting its strategies as
needed to meet the state’s workforce needs. Utah’s workforce partners receive annual updates about
Utah’s economic condition.

Workforce development activities include:

e Identifying targeted industry sectors and occupations; aligning programs and services to
support them; and ensuring involvement from business and education partners

e Setting collaborative performance goals, sharing information and data and working together to
resolve problems and address gaps

e Collaborating and coordinating training, marketing and feedback

e Utilizing existing committees, workgroups and programs while working to align and share
resources when it is appropriate

e Holding regular SWDB and committee meetings as required by Utah’s plan

ll. Strategic Elements

The Unified or Combined State Plan must include a Strategic Planning Elements section that
analyzes the State’s current economic environment and identifies the State’s overall vision for its
workforce development system. The required elements in this section allow the State to develop
data-driven goals for preparing an educated and skilled workforce and to identify successful strategies
for aligning workforce development programs to support economic growth. Unless otherwise noted,
all Strategic Planning Elements apply to Combined State Plan partner programs included in the plan
as well as to core programs.

a. Economic, Workforce, and Workforce Development Activities Analysis

The Unified or Combined State Plan must include an analysis of the economic conditions, economic
development strategies, and labor market in which the State’s workforce system and programs will
operate.

1. Economic and Workforce Analysis

A. Economic Analysis



The Unified or Combined State Plan must include an analysis of the economic conditions and trends
in the State, including sub-State regions and any specific economic areas identified by the State. This
must include—

I. Existing Demand Industry Sectors and Occupations

Provide an analysis of the industries and occupations for which there is existing demand.

ii. Emerging Demand Industry Sectors and Occupations

Provide an analysis of the industries and occupations for which demand is emerging.
iii. Employers’ Employment Needs

With regard to the industry sectors and occupations identified in (A)(i) and (ii), provide an assessment
of the employment needs of employers, including a description of the knowledge, skills, and abilities
required, including credentials and licenses.

(@ Economic, Workforce, and Workforce Development Activities Analysis

Utah'’s strategic plan and vision are based on analysis of the state’s pre-pandemic economy and
workforce. We view the pandemic as a temporary interruption for Utah’s economy. We do not foresee
the pandemic altering the underlying trend variables that have influenced the Utah economy through
its recent economic history. We do see some structural changes remaining from the pandemic, like an
increased amount of teleworking, but they do not significantly alter the need for and distribution of
occupations. It will change the location of a work environment, but not necessarily the functions
expected from the work environment.

This plan is anchored to Utah’s pre-pandemic economic characteristics. Utah has experienced a
strong economic rebound from the pandemic and is rapidly returning to its pre-pandemic defining
economic characteristics. The pre-pandemic trend characteristics approach, therefore, serves as the
basis for developing data-driven goals designed to prepare Utah’s workforce to thrive and support the
anticipated economic growth as illustrated by Utah’s trend accomplishments.

Utah identifies four major economic areas within the state: the Wasatch Front (Utah’s principal urban
area), the Bear River Area, the Eastern Region, and the Central/Southwest Area. The latter three
have enough distance or dissimilarity from Utah’s urban core to warrant their own regional
identifications.

Since 83 percent of the state’s employment is embodied in the Wasatch Front, the overall state profile
serves as a proxy for the profile of that urban core. Analysis is provided for the other three areas
where appropriate.

(1) Economic and Workforce Analysis

Economic Summary




Utah’s economy operated as a full-employment economy leading up to the onset of the COVID-19
pandemic. Finding adequate quantities of labor was a challenge. Finding labor, though an effort,
appeared to be manageable. The demand/supply relationship was tight, but the two forces were not
dramatically apart.

The pandemic emerged and interrupted Utah'’s full-employment trend. Initial Utah COVID-19 job
losses amounted to a 7.7 percent setback; a significant decline but the lowest job-loss percentage
across all states. The Utah economy was largely “closed” throughout all of April 2020, but was
reopened on a limited basis as early as May 2020. This re-opening, ahead of many other states,
benefited Utah’s economy by more rapidly re-engaging commerce and allowing Utah to commence
one of the nation’s best state-economic rebounds. By the time 2020 ended, Utah had experienced
only a 1.3-percent job loss across the year. The year's unemployment rate average was 4.7 percent
after a high of over 10 percent when COVID-19 hit.

During 2021, Utah’s economy continues to create new jobs and steadily reopen formerly pandemic-
restricted jobs. The economy’s overall job count is higher than the magnitude achieved prior to the
pandemic.

By the end of spring 2021, a collective mindset emerged that the pandemic had run its course.
Therefore, previously impacted industries reopened in full—at least that was their desire. With this
rapid, collective commerce reopening came an instantaneous demand for labor. One would have
assumed that labor would be available as the pandemic idled many workers. But any rapid labor
return to the workplace has been a frictional and slow process. Because of that, a large gap has
developed between the demand for labor and a curtailed response by labor toward that need.

We surmise this gap will work toward an eventual equilibrium, although it may be a slow and
somewhat arduous task. It will be the defining characteristic through the remainder of 2021, and will
probably not equalize until well into 2022. The expectation is a return to full employment and an
environment like before the pandemic with a strong need for labor.

Economic Outlook

Evidence indicates that Utah’s economic position is favorable and forwardly optimistic. It has shown
itself to be one of the nation’s best performing state economies across the past 30 years. There are
internal and external drivers of this performance and both are expected to remain as primary Utah
economic influences moving forward.

The internal factor is that Utah has the nation’s highest birth rate. Utah’s internal demographics do n

ot

mirror the national trends. The national profile has the baby boom generation as a major portion of the

labor force, and that segment will be exiting during the next 20 years. Behind that is a dearth of
incoming labor because of low birth rates. The nation is rapidly approaching zero labor force growth
because of this demographic deficiency. Utah, on the other hand, across the next 20 years can
largely age two children into its labor force for every one baby boomer who leaves the labor force.
This demographic statistic is Utah’s internal economic driver.
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The external support is centered around Utah’s geographic location. Utah is located in the middle of
America’s strongest in-migration region; the relatively underpopulated Rocky Mountains. For most of
the United States’ historical development, the mountain states were sparsely populated as mountains
were a barrier during the Industrial Revolution’s economic progression. Flat land, rivers, lakes and
oceans were assets for that era’s industrial output’s distribution. Mountains, on the other hand,
presented a challenge. Then, post-WWII industrial advancements helped find ways around these
obstacles. Additionally, and more forcefully, the emergence of the technology economy has
completely broken through this barrier. Those mountains that previously presented an economic
barrier have now shifted to presenting an economic attraction. Across the past 30 years, four states
have seen their economies grow by 100 percent or more. They are Arizona, Idaho, Nevada, and
Utah; all Intermountain West states. There is a collective economic synergy surrounding this region,
and Utah lies at the center.

Economic Overview

When the pandemic hit, Utah had just entered its tenth consecutive year of economic expansion
following the Great Recession. Many of those prior years had been characterized with at or above
average (3.0 percent or higher) annual employment growth. Unemployment had trended downward
from a Great Recession high of 8.0 percent to a pre-pandemic 2.5 percent. The rate had been below
3.5 percent during the prior three years. In other words, Utah had been operating on a full-
employment economy for multiple years.

The post-Great Recession Utah labor force participation rate, (the percent of all persons ages 16 and
older who are either working or looking for work), is naturally declining. In Utah, the rate was around
72 percent for the 20 years prior to the Great Recession. The participation rate lowered to 67 percent
during the recession as workers became discouraged or disassociated from the weakened job
market. Yet over the past 10 years, as the economy has significantly improved, the participation rate
has incrementally risen to only 68.5 percent. The natural aging of the population is the force behind
Utah'’s lower participation rate. Prior to the Great Recession, only 11 percent of Utah’s 16+ population
was 65 years and older—that being a segment of the 16-and-over population that naturally has a low
participation rate. With that age group’s percentage increasing to 16 percent of the 16 and older
population by 2020, the Utah labor force participation rate’s potential can only attain a level of 68.5
percent and not a return to a 72 percent level.

Utah’s employment-expansion industrial distribution is as broad as it is strong. Mining is largely the
only sector with a less than rosy outlook going forward. The oil and gas segments ebb and flow with
that industry’s seemingly perpetual volatility. The coal industry is on a much less volatile, but
determined path downward. The utilities and public administration sectors have grown minimally. The
remaining industrial sectors have grown significantly across the five years leading up to the pandemic,
ranging from 7 percent for wholesale trade to 47 percent for construction. A sector like manufacturing,
nationally considered to be in decline, expanded its Utah employment footprint by 13 percent.

Utah has experienced the same urban-centric post-Great Recession expansion experienced

nationally. Utah has an urban-dominated economy as 92 percent of the state’s employment is found
within its metropolitan statistical areas (including Logan and St. George).
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Utah’s rural areas have not experienced the same degree of economic expansion. As a whole, Utah’s
rural areas generated strong job growth only during the two years leading up to the pandemic. Prior to
that, growth was tepid and at times non-existent.

Regional Profiles

Bear River Area

The Bear River Area comprises Box Elder, Cache, and Rich counties along the state’s northern
border. It makes up 5.4 percent of Utah’s employment base. Cache County has the largest
employment base in the area and is the main core of the Logan Metropolitan Statistical Area (MSA)
that includes Franklin County, Idaho. Cache County makes up 74 percent of the Bear River Area’s
employment base.

Box Elder County is a part of the Ogden-Clearfield MSA. It composes 25 percent of the Bear River
Area’s employment base. Rich County is a small, rural county that includes one percent of the Bear
River Area’s employment base.

The Bear River Area contributes to the states’ overall strong economic environment. The employment
base has grown by 3.1 percent over the two years before the pandemic, and 12.4 percent in the five
years before the pandemic.

An economic feature of this area is its significant manufacturing presence. Manufacturing makes up
22 percent of the area’s employment. While manufacturing is somewhat of a declining industry at the
national level, this region’s manufacturing employment has increased by 67 percent over the five
years pre-pandemic. Since this area also has a strong agricultural presence, much of the
manufacturing employment is in food production, a segment of manufacturing that tends to be more
stable than non-food manufacturing.

The education sector is another significant employer, accounting for 16 percent of the employment
base. Utah State University, an agricultural-founded university, is the backbone of this employment.
Healthcare, retail trade, and leisure and hospitality round out the other top employment sectors.
Across 16 major industry sectors, only the information and public administration sectors have lost jobs
in this area over the five years pre-pandemic.

The economic impact from the pandemic was somewhat tempered in this economic region.
Manufacturing, a significant portion of this region’s employment base, was not heavily impacted by
the pandemic. In fact, manufacturing employment actually increased a bit during the pandemic. Food
manufacturing is significant in this region, and that is largely the reason manufacturing did not slide
during the pandemic.

Eastern Region

Utah’s Eastern Region spans the north-south axis mostly along the border with Colorado. It is a
seven-county conglomeration whose commonality is geographic isolation from Utah’s urban center. It
has vast areas of uninhabited land, extensive public land ownership, several Native American
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reservations, stunning landscapes yielding national parks, monuments and recreation areas, and a
general lack of industrial diversity.

The area has two micropolitan centers; Vernal, in the geographic area called the Uintah Basin, and
Price near the center of the state. Moab is another town that serves as the regional center for the
area’s southeastern corner.

While the geography spans nearly half the state, the Eastern Region makes up 2.7 percent of Utah’s
employment base. This is down from 3.2 percent five years pre-pandemic. The strong overall Utah
economic growth in that interval does not seem to have reached this area. The area’s employment
count decreased by 5.6 percent in those five years.

The overall losses are largely attributed to the energy sector. Oil, natural gas, and coal production are
significant economic features. The Uintah Basin segment, centered in Vernal, produces oil and
natural gas. Its employment count is down 13 percent across the pre-pandemic five years. Not only
mining, but construction and trucking employment are down as these industries are linked to, and
support, the region’s energy production.

The Eastern Region’s Castle Country segment, spanning Carbon and Emery counties and the city of
Price, continues to be a coal and electricity-production economy. The five years prior to the pandemic
saw the overall employment level decline by around 200. This is not particularly weak since coal
mining and coal-burning power plants have not been on a favorable trajectory given the escalating
concerns related to climate change.

The region’s two southern counties, Grand and San Juan, are heavy tourist-dependent economies.
The COVID-19 pandemic has treated each differently. Grand County is home to two national parks
and is more easily accessed than San Juan County. San Juan is less known and visited because its
landscape has only recently been designated as a national monument. Visitor centers and
corresponding infrastructure are not in place as a draw, and major highways are far away. Therefore,
Grand County has rebounded significantly from its initial pandemic restrictions, but San Juan County
has not.

Overall, the leisure and hospitality industry (a proxy for tourism) is the region’s dominant employment
focus with 12.7 percent of employment. It is not a particularly well-paying industry and the
employment is often seasonal. But it is vibrant. Retail trade accounts for another 12 percent of
employment and works in concert with the tourism activity. Healthcare and education each account
for 11 percent of the region’s employment base. These tend to be stable and exhibit less seasonal
employment as their clientele is largely the local population. Due to the area’s national parks and
monuments, the public administration sector has an outsized, but positive presence of 10 percent of
the employment base.

The region’s mining employment trend is noteworthy. Prior to COVID the mining industry accounted

for 13 percent of the region’s employment base. Declines in employment in this industry during the
prior five years have dropped it to 9 percent. Most of this occurred within the Uintah Basin’s oil patch.
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The employment decrease is primarily due to transitory workers who follow work across the nation’s
oil patches, so many of the dislocated workers do not remain in the region.

The pandemic did negatively impact this region. The initial shutting down of the movement of people
largely brought the oil industry to a standstill. This shutdown the oil patch of the Uintah Basin, and it is
only recently springing back to life. The coal country in the area’s central portion was relatively
untouched by the pandemic. The area’s two southern counties are heavily tourist dependent. For the
first several months, the pandemic virtually closed these economies. When people began traveling by
car to the national parks, things changed from good to bad, particularly in Grand County. Again, San
Juan County’s isolation played against it as it did not see the tourism volumes that Grand did. It is still
waiting to see a full rebound.

Central/Southwest Region

Utah’s Central/Southwest Region spans a large portion of geographic Utah, consisting of the state’s
center southward to the Arizona border, along with a middle-to-southern portion of the western half of
the state bordering Nevada. It consists of 10 counties and includes the St. George MSA and the
Cedar City Micropolitan Statistical Area. Apart from these cities, the remainder is extensively rural, but
it does have four regional communities including Delta, Kanab, Richfield, and Ephraim. Like the
Eastern Region, a commonality is isolation from Utah’s metropolitan heart, vast areas of uninhabited
land, extensive public land ownership, three national parks, national monuments and recreation
areas, and a general lack of industrial diversity (except for the St. George MSA).

The region comprises 8.0 percent of the state’s employment base, up from 7.3 percent in 2014. The
area has shared in the state’s strong employment growth of the past five years, largely but not
exclusively from the strength of the St. George MSA (Washington County). This is one of the nation’s
fastest-growing counties. Its warm, sunbelt climate and desert red rock scenery are major attractions.

The region’s economy grew by 3.8 percent over the two years preceding the pandemic, and 20
percent over the five years before that. The growth is primarily in the region’s southwestern portion,
but the mostly rural central portion is faring better than the neighboring rural Eastern Region because
it does not rely on the volatile energy-sector.

Leisure and hospitality (tourism) is the region’s leading industry, comprising 23.0 percent of the
employment base. Paralleling that is another 21.0 percent in retail trade employment. Healthcare
(21.0 percent) and education (17.0 percent) are also large employment areas, with an additional
strong presence in construction (13.0 percent).

The St. George MSA accounts for 58.0 percent of the region’s employment base. The Cedar City
micropolitan area adds another 17 percent. Together they account for 75.0 percent of the region’s
employment base. The St. George MSA employment expanded by 25.0 percent in the five years prior
to the pandemic, and the Cedar City micropolitan by 27.0 percent.

The pandemic had mixed effects upon this area. Tourism initially shut down the area during the
pandemic’s first three months, then it came roaring back. With its close proximity to California, the
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region’s natural beauty and national parks, the nation’s domestic travelers came to this region in large
droves.

(i) Existing Demand Industry Sectors and Occupations

Industry Demand

Industry demand in Utah is broad based because employment growth has occurred across all
industrial sectors, with the exception of the mining industry. In evaluating 122 industrial sectors within
Utah, only 17 contracted employment during the pre-pandemic five years.

For industries that have expanded employment, several prominent sectors are related to construction.
This coincides with Utah’s strong economic expansion. However, construction can be volatile when
the economy softens. This industry is more sensitive to the ups and downs of the business cycle than
many other sectors.

Healthcare has its share of industry units represented among the best performers. As the population
increases, healthcare expansion is a natural consequence. Computer sectors also have a strong
presence. The national post-Great Recession technology expansion is very urban-centric, as the
young labor force that fuels it seems to prefer an urban setting. Since Utah is highly urbanized, it
naturally follows that Utah would have a healthy and vibrantly expanding technology sector.

Occupation Demand

The occupational mix is somewhat different from industries. There is more churning and dynamics
within the occupational spectrum. Occupations are found throughout the industries and are more
numerous than the industries. While an industry may be shedding particular types of occupations, it
may be making gains through other occupations.

When evaluating 549 occupations in Utah in the five years prior to COVID, there are 219 with lower
employment than five years ago. That leaves 330 with increases. Across the 22 major occupational
classifications, only office and administrative support had less employment, by around 21,000 jobs.
Much of this displacement is related to automation.

While the construction industry is growing in Utah, it does not mean individual construction-related
occupations cannot be declining. This is the case with production occupations within Utah’s growing
manufacturing sector.

One theme emerging for most declining occupations in Utah is that they require only a basic amount
of education—not particularly requiring high levels of advanced education or training. This makes it
expedient upon public workforce agencies to be aware of such declines and to caution those they
serve and advise about such occupations.

The following list of occupations have increased their employment base by 3,000 or more positions
across the pre-pandemic five years.
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List of Highest-Growth Occupations

11-1021
43-9061
53-7062
43-4051
41-4012
47-2111
41-2031
37-2011
11-3031
51-9199
53-3032
15-1256
13-1161
39-3091
43-3021
11-3021
53-3033
29-1141

Regional Analysis

Bear River Area

Industry Demand

General and Operations Managers

Office Clerks, General

Laborers and Freight, Stock, and Material Movers, Hand
Customer Service Representatives

Sales Reps, Wholesale and Manufacturing, Exclude Tech. and Scientific
Electricians

Retail Salespersons

Janitors and Cleaners, Except Maids and Housekeeping Cleaners
Financial Managers

Production Workers, All Others

Heavy and Tractor-Trailer Truck Drivers

Software Developers, Analysts, and Testers

Market Research Analysts and Marketing Specialist

Amusement and Recreation Attendants

Billing and Posting Clerks

Computer and Information Systems Managers

Light Truck Drivers

Registered Nurses

The area’s strong employment growth has created an array of industries that are currently in demand.
There are only a handful that have lost employment over the pre-pandemic five years including
printing, chemical, and miscellaneous manufacturing. Large gains in food manufacturing,
transportation equipment, plastics, and fabricated metals have countered these losses.
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Professional and technical services are making gains in the region. Scientific research and
information technologies are expanding, largely in the Logan MSA.

The region’s economic growth is also spurring construction gains, particularly among the specialty
trades like carpentry, framing, painting, HVAC, and electrical.

Education employment is trending upward, at both the university and K-12 levels as the population
increases.

Occupation Demand

Given that nearly 40 percent of the area’s employment is found in manufacturing and education, it is
not surprising that much of the occupational distribution is centered around these two industries. The
area has a higher than average occupational presence (based on location quotients) in the production
and education occupations. Both have added new employment over the past several years.

Areas with average or slightly above average occupational presence include management
occupations, life, physical and social sciences, sales occupations, office and administrative support,
construction and installation, maintenance and repair occupations. All have added jobs over the past
several years, with the exception of office and administrative support.

One area where the region does not have a strong occupational presence is in the computer and
mathematical occupations. It has actually shed jobs over the past several years. Architecture and
engineering jobs have also declined in the area.

The following list includes occupations that have increased their employment base by 200 or more
positions across the pre-pandemic five years.

List of Highest-Growth Occupations

11-1021 General and Operations Managers

25-9041 Teacher Assistants Secondary School Teachers

25-2031 Education

41-2031 Retail Salespersons

37-2011 Janitors and Cleaners, Except Maids and Housekeeping Cleaners
51-9111 Packaging and Filling Machine Operators and Tenders

35-2014 Restaurant Cooks

43-9061 Office Clerks, General

35-3031 Waiters and Waitresses
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53-7064 Packers and Packagers, Hand

39-9011 Childcare Workers

15-1133 Software Developers, Systems Software

53-3032 Heavy and Tractor-Trailer Truck Drivers

35-9031 Hosts and Hostesses, Restaurant, Lounge, and Coffee Shops
43-4051 Customer Service Representatives

Eastern Region
Industry Demand

The overall five-year slump in employment growth means more industry groups have contracted
employment than have gained. As mentioned, the losses are largely found in the region’s energy-
producing areas. Therefore, industrial losses are concentrated in the energy industry or those
industries that support energy production. These include mining, construction, manufacturing,
wholesale trade, and transportation.

The industry areas producing gains are led by education and healthcare, two industries closely
associated with the local population and whose performance is largely immune from the area’s
economic upheavals. Educating children and taking care of one’s health does not stop when the
economy goes bad.

Other sectors showing growth are related to the leisure & hospitality industry, which plays a significant
part in the southern portion of the area’s economy.

Occupation Demand

The region had overall employment loss across the pre-pandemic five years, but much of this
occurred in the oil-producing Uintah Basin region. There are more occupations that have gained
employment than those that have lost; but the handful of occupations that contracted lost a lot of
employment.

Noted gains are categorized within office and administrative support, personal care and service
occupations, food preparation and serving related occupations, sales and related, transportation and
material moving, and educational instruction.

The following list includes occupations that have increased their employment base by 250 or more
positions across the pre-pandemic five years.

List of Highest-Growth Occupations

11-1021 General and Operations Managers
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41-2031

35-3031

35-3021

43-9061

37-2012

41-2011

35-2014

49-9071

25-2031

25-9041

35-9031

43-4051

37-3011

35-1012

43-3031

53-3031

41-2021

43-4081

43-4171

13-2011

39-9032

33-3051

39-9011

Retail Salespersons

Waiters and Waitresses

Combined Food Preparation and Serving Workers, Including Fast Food
Office Clerks, General

Maids and Housekeeping Cleaners

Cashiers

Cooks, Restaurant

Maintenance and Repair Workers, General

Secondary School Teachers, Except Special and Career/Technical Education
Teacher Assistants

Hosts and Hostesses, Restaurant, Lounge, and Coffee Shop
Customer Service Representatives

Landscaping and Groundskeeping Workers

First-Line Supervisors of Food Preparation and Serving Workers
Bookkeeping, Accounting, and Auditing Clerks

Driver/Sales Workers

Counter and Rental Clerks

Hotel, Motel, and Resort Desk Clerks

Receptionists and Information Clerks

Accountants and Auditors

Recreation Workers

Police and Sheriff's Patrol Officers

Childcare Workers

Central/Southwest Region

Industry Demand
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Due to the region’s robust employment growth, led largely by the St. George area, nearly all industrial
sectors have added jobs. The lone exceptions are wholesale trade and utilities which are not large
industry sectors in this area.

Given St. George’s expanding economy resulting from, or causing, a rapid population increase (it is
difficult to tell which leads), healthcare and construction are the two fastest-growing industries. These
are sensitive to, and expand with, increasing population. Retail trade is another rapidly-growing
industry. Local population growth fuels the retail trade expansion, but so does neighboring-area
population growth and tourism activity and St. George is southwest Utah’s regional fortress.

St. George is surrounded by sparsely populated rural areas, so consumers from surrounding and
even far-flung Utah communities come to St. George for retail purchases. In addition, a major
interstate highway runs through the community and provides a steady stream of travelers consuming
retail amenities. The interstate highway is not just an economic feeder for St. George, but is an
economic lifeline for various smaller communities as the interstate moves northward toward Salt Lake
City.

The interstate travel, coupled with three national parks in the region, has contributed to
accommodation and food services being both a prominent industry and adding significant jobs over
the period.

Driven by the population increase, the education industry is also adding noticeable numbers of jobs.
Education and manufacturing jobs have grown by 34.0 percent over the five pre-pandemic years. The
remaining industries have also added sizable job gains. Including the mining sector, which increased
by 100 jobs.

Occupation Demand

Of the 258 occupations available for occupational measurement, 235 showed some growth over the
pre-pandemic five years.

The occupational growth contains a mixed message. Of the major occupation groups identified with
the most new jobs added, the strongest growth is in occupational groupings with average wages that
are not on the high side. These include office and administrative support, food preparation and
serving, personal care occupations, sales and related, and construction occupations. Construction
occupations can pay good wages, but most of the other groups do not.

The following list includes occupations that have increased their employment base by 400 or more
positions across the pre-pandemic five years.

List of Highest-Growth Occupations
11-1021 General and Operations Managers

41-2031 Retail Salespersons
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35-3021

43-9061

47-2061

35-3031

25-2031

29-1141

37-2012

41-2011

53-3032

49-9071

47-1011

41-4012

43-4051

35-2014

35-1012

47-2111

39-3091

53-7062

47-2073

35-2021

43-5081

43-5071

43-4081

Combined Food Preparation and Serving Workers, Including Fast Food
Office Clerks, General

Construction Laborers

Waiters and Waitresses

Secondary School Teachers, Except Special and Career/Technical Education
Registered Nurses

Maids and Housekeeping Cleaners

Cashiers

Heavy and Tractor-Trailer Truck Drivers

Maintenance and Repair Workers, General

First-Line Supervisors of Construction Trades and Extraction Workers
Sales Representatives, Wholesale and Manufacturing, Except Scientific Products
Customer Service Representatives

Cooks, Restaurant

First-Line Supervisors of Food Preparation and Serving Workers
Electricians

Amusement and Recreation Attendants

Laborers and Freight, Stock, and Material Movers, Hand

Operating Engineers and Other Construction Equipment Operators
Food Preparation Workers

Stock Clerks and Order Fillers

Shipping, Receiving, and Traffic Clerks

Hotel, Motel, and Resort Desk Clerks
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41-2021 Counter and Rental Clerks

11-3031 Financial Managers

39-9031 Fitness Trainers and Aerobics Instructors

39-9011 Childcare Workers

43-3031 Bookkeeping, Accounting, and Auditing Clerks

39-9041 Residential Advisors

35-3022 Counter Attendants, Cafeteria, Food Concession, and Coffee Shop

(ii) Emerging Demand Industry Sectors and Occupations

Emerging Industries

Economies are continually ebbing, flowing and churning. As some industries or occupations wane,
others emerge. One technique to evaluate emerging industries or occupations is to look for an
increase in an industry or occupation’s share of the all-industry or all-occupation total over time.

Summarizing the data for Utah shows that several healthcare industry segments lead the way. These
range from social assistance to care facilities for the elderly, outpatient care centers, mental health
facilities, and medical and diagnostic laboratories. Several construction segments also show gains,
including building equipment contractors, building foundation and exterior contractors, building
finishing contractors, and other specialty trade contractors.

The generally high-paying professional and technical segments also contribute to this list, led by
computer systems design and related services, management and technical consulting, scientific
research and development, accounting and bookkeeping, and other professional and technical
services. Many of these are labeled as high technology. Within education services, colleges and
universities, business, computer and management training, educational support services, and other
schools and instruction also made the list.

Emerging Occupations

Occupations ebb and flow within the various industry sectors. While some occupations may fade or
actually be replaced by computerization or automation, other occupations emerge to counter the void.
Overall, the occupational mix grows and some occupations emerge to more or expanding prominence
than others.

Focusing on emerging patterns, the major occupational categories that show noticeable growth

include management occupations, construction and extraction, office and administrative support,
business and financial occupations, and educational occupations.
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The following list of occupations have increased their share of the state’s total occupational mix over
the pre-pandemic five years by 0.1 percentage points or higher.

List of Emerging Occupations

11-1021

35-3021

39-9021

15-1199

43-4051

47-2111

15-1132

25-2031

51-9198

39-3091

53-7062

13-1161

11-3031

25-9041

11-3021

15-1151

13-1199

25-9031

37-2011

15-1133

11-1011

General and Operations Managers

Combined Food Preparation and Serving Workers, Including Fast Food
Personal Care Aide

Computer Occupations, All Other

Customer Service Representatives

Electricians

Software Developers, Applications

Secondary School Teachers, Except Special and Career/Technical Education
Helpers--Production Workers

Amusement and Recreation Attendants

Laborers and Freight, Stock, and Material Movers, Hand

Market Research Analysts and Marketing Specialists

Financial Managers

Teacher Assistants

Computer and Information Systems Managers

Computer User Support Specialists

Business Operations Specialists, All Other

Instructional Coordinators

Janitors and Cleaners, Except Maids and Housekeeping Cleaners
Software Developers, Systems Software

Chief Executives
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13-1151 Training and Development Specialists
47-2081 Drywall and Ceiling Tile Installers
25-1191 Graduate Teaching Assistants

Regional Analysis

Bear River Area

Emerging Industries

Emerging industries are identified as those whose share of the area’s employment base is growing
rapidly, and in this area 15 industries meet the criteria.

Bear River’s largest single gain is in accounting and bookkeeping services. The largest collective gain
is in the manufacturing arena, which has already been identified as a major employer in this area.
Gains are measured in plastics and rubber products, transportation equipment, nonmetallic mineral
products, wood products, furniture, and fabricated metal products.

Nonstore retailers and computer systems are the only two technology-centric industries that meet the
requirements for the list.

Emerging Occupations

Occupations conform to the industry mix. As manufacturing is a large part of the Bear River region’s
industry base, it is not surprising that production occupations account for several of the emerging
occupations, as do transportation and material moving occupations. Other major occupational
categories with several emerging occupations are computer and mathematical, food preparation and
serving, and educational instruction and library occupations.

The List of Emerging Occupations have increased their share of the region’s total occupational mix
over the pre-pandemic five years by 0.2 percentage points or higher.

List of Emerging Occupations

25-2031 Secondary School Teachers, Except Special and Career/Technical Education
11-1021 General and Operations Managers

25-9041 Teacher Assistants

35-2014 Cooks, Restaurant

37-2011 Janitors and Cleaners, Except Maids and Housekeeping Cleaners

51-9111 Packaging and Filling Machine Operators and Tenders
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41-2031 Retail Salespersons

15-1133 Software Developers, Systems Software

35-9031 Hosts and Hostesses, Restaurant, Lounge, and Coffee Shop
53-7064 Packers and Packagers, Hand

39-9011 Childcare Workers

15-1199 Computer Occupations, All Other

35-3031 Waiters and Waitresses

53-3032 Heavy and Tractor-Trailer Truck Drivers

43-9061 Office Clerks, General

53-3031 Driver/Sales Workers

51-9199 Production Workers, All Other

51-9023 Mixing and Blending Machine Setters, Operators, and Tenders
49-3093 Tire Repairers and Changers

15-1131 Computer Programmers

53-3041 Taxi Drivers and Chauffeurs

35-2011 Cooks, Fast Food

15-1151 Computer User Support Specialists

13-1199 Business Operations Specialists, All Other

21-1093 Social and Human Service Assistants

25-9031 Instructional Coordinators

43-3021 Billing and Posting Clerks

Eastern Region

Emerging Industries
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Emerging industries are identified as industry sub-sectors whose share of the area’s employment
base is growing rapidly. This encompasses 19 industries in the Eastern Region.

Collectively, education and healthcare are the major industry groups with the most sub-sectors
making share gains in overall industry employment. These industries are driven by the needs of the
local population and not based on customers or demand derived from outside the region. Apart from
this, only several leisure and hospitality industries emerge within the major industry sectors.

Emerging Occupations
Emerging occupation gains can be categorized within personal care and service, management, office
and administrative support, business and finance, installation, maintenance and repair, and protective

services occupations.

Occupations on the following list have increased their share of the region’s total occupational mix by
0.15 percentage points or higher across the ppre-pandemic five years.

List of Emerging Occupations

11-1021 General and Operations Managers

41-2031 Retail Salespersons

35-3031 Waiters and Waitresses

35-2014 Cooks, Restaurant

37-2012 Maids and Housekeeping Cleaners

43-9061 Office Clerks, General

49-9071 Maintenance and Repair Workers, General

53-3031 Driver/Sales Workers

25-2031 Secondary School Teachers, Except Special and Career/Technical Education
41-2021 Counter and Rental Clerks

43-4051 Customer Service Representatives

37-3011 Landscaping and Groundskeeping Workers

35-1012 First-Line Supervisors of Food Preparation and Serving Workers
35-3021 Combined Food Preparation and Serving Workers, Including Fast Food
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39-9031

41-9022

13-1161

39-9032

39-9011

33-9092

13-2011

11-3031

11-9081

43-4071

11-9141

53-3041

11-9051

53-3021

43-4081

11-1011

43-3031

47-2152

33-3051

43-4171

41-4011

Fitness Trainers and Aerobics Instructors

Real Estate Sales Agents

Market Research Analysts and Marketing Specialists
Recreation Workers

Childcare Workers

Lifeguards, Ski Patrol, and Other Recreational Protective Service Workers
Accountants and Auditors

Financial Managers

Lodging Managers

File Clerks

Property, Real Estate, and Community Association Managers
Taxi Drivers and Chauffeurs

Food Service Managers

Bus Drivers, Transit and Intercity

Hotel, Motel, and Resort Desk Clerks

Chief Executives

Bookkeeping, Accounting, and Auditing Clerks

Plumbers, Pipefitters, and Steamfitters

Police and Sheriff's Patrol Officers

Receptionists and Information Clerks

Sales Representatives, Wholesale and Manufacturing, Tech/Scientific Products

Central/Southwest Region

Emerging Industries
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Emerging industries are identified as industry sub-sectors whose share of the area’s employment
base is expanding measurably, comprising roughly 24 industries.

Given the large and rather balanced industry growth, emerging industry segments are scattered
across the industry spectrum. Construction leads the way with a 77-percent gain in employment in the
pre-pandemic five years.The nine construction segments with the most growth include building
construction, plumbing and HVAC, poured concrete structures, electrical contractors, finished
carpentry, and more. These job gains are mostly concentrated in the St. George area. That area has
grown steadily for the past 40 years with an exception during the Great Recession and its multi-year
shadow. If the St. George area can avoid a repeat of overbuilding and overpricing that extended its
Great Recession slump, these construction sectors can remain targeted industries given St. George’s
long-term growth reality.

There is also noted growth in the high-paying and high-educated professional and technical arena.
These include computer systems design, architecture and engineering, management and technical
consulting, advertising, and other professional and technical services.

Manufacturing contributed to the emerging list, including food, furniture, and plastic and rubber
products manufacturing.

Emerging Occupations

The distribution of emerging occupations is broader across the occupational groupings than the
growing occupation list. Management, installation, maintenance, and repair occupations, and
production occupations help to balance the distribution.

Occupations on the following list have increased their share of the region’s total occupational mix
across the pre-pandemic five years by 0.15 percentage points or higher.

List of Emerging Occupations

11-1021 General and Operations Managers

25-2031 Secondary School Teachers, Except Special and Career/Technical Education
47-2061 Construction Laborers

35-2021 Food Preparation Workers

39-3091 Amusement and Recreation Attendants

11-3031 Financial Managers

47-2111 Electricians

49-3011 Aircraft Mechanics and Service Technicians
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41-2021

39-9031

39-9041

47-1011

41-4012

35-3022

43-5071

13-1161

51-4041

11-2022

53-3041

35-1012

27-3091

39-9032

39-9011

27-2022

49-9041

49-3042

43-4131

11-1011

47-2141

35-9031

Counter and Rental Clerks

Fitness Trainers and Aerobics Instructors

Residential Advisors

First-Line Supervisors of Construction Trades and Extraction Workers
Sales Representatives, Wholesale and Mfg., Ex. Tech/Scientific Products
Counter Attendants, Cafeteria, Food Concession, and Coffee Shop
Shipping, Receiving, and Traffic Clerks

Market Research Analysts and Marketing Specialists

Machinists

Sales Managers

Taxi Drivers and Chauffeurs

First-Line Supervisors of Food Preparation and Serving Workers
Interpreters and Translators

Recreation Workers

Childcare Workers

Coaches and Scouts

Industrial Machinery Mechanics

Mobile Heavy Equipment Mechanics, Except Engines

Loan Interviewers and Clerks

Chief Executives

Painters, Construction and Maintenance

Hosts and Hostesses, Restaurant, Lounge, and Coffee Shop

(iii) Employers’ Employment Needs
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Employers Employment Needs

One of the most important occupational groupings, not just to Utah but any state economy, is STEM-
based occupations. The common theme is the need for elevated education, high intellect, dynamic
thinking, problem solving, good management and organization skills, proficiency in the mathematical
and science disciplines, superior communication skills with clear and detailed expression, and
attention to detail. These attributes can take years to obtain and expend extensive economic
resources. These are skills and occupations that put an economy on the leading edge of innovation,
growth, relevance, and opportunity.

Given Utah’s robust growth across industries that employ a significant amount of STEM occupations,
this implies the state is generally finding its needed labor supply. There is a general dialogue from the
employer community that it would like to have more available workers, which implies that the Utah job
growth rate has the potential to be even higher if there was an all-satisfying labor pool of workers with
STEM-based skills and proficiencies.

Yet there are occupational classifications (based upon lower education requirements) that have their
own critical needs and perceived shortages. These may largely be considered the greater economy’s
support or infrastructure occupations. Their appeal is offering living-wage compensation to people
whose aptitudes are not built for higher education, or who don’t have the means to achieve higher
education.

Due to the immediate economic need of those seeking social assistance, some job training programs
are designed to rapidly move people into any occupation. Other training is designed for workers who
have the luxury to make the next step: to move up the wage ladder with jobs that can pull them
toward a more middle-income existence. These are jobs that generally pay between $30,000 and
$49,000 per year. Occupational projections are produced every two years by the Department of
Workforce Services’ Workforce Research and Analysis Division along with occupational median wage
measures. This information serves as the primary tool for sorting occupations by pay, educational
requirements, and job outlook. Specific targeting of various training programs or initiatives can be
analyzed and supported with this traditional labor market information.

Traditional labor market information can be augmented with what is known as “real-time” labor market
information. This entails reviewing electronic job board postings and compiling summary statistics.
Help Wanted Online® is the real-time labor market information tool utilized by the Department of
Workforce Services. This offers a look into the quantity and types of jobs employers are currently
offering. Advertised occupations can be sorted by quantity of job ads, geographies, income levels,
educational requirements, certifications, and desired skills (both hard and soft skills). Some of these
variables are not assessed within the traditional labor market information tools provided by the U.S.
Bureau of Labor Statistics and the Employment and Training Administration, so these real-time labor
market tools have added value to this type of analysis.

Utah gains insight from Help Wanted Online® into the skills, credentials and licenses that Utah
employers are currently seeking through job postings. These can be isolated to the job
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advertisements in Utah’s various regions, and also upon specific industries and occupations. Utah’s
utilization of this information makes it possible to include skills, credentials and licenses in Utah’s
WIOA plan evaluation..

The following are the top skills and certifications for Utah as analyzed from Help Wanted Online®
across the first six months of 2019. Given the large amount of time soft skills are counted in relation to
hard skills, one could conclude that soft skills are often more critical to employers than hard-skill
credentials.

Soft Skills

Oral and Written Communication

Marketing

Detail Oriented

Integrity

Customer Service Oriented

Problem Solving

Creativity

Team-oriented

Self-starting

Coaching

Organizational Skills

Sales Experience

Management Skills

Basic Computer Skills

Work Independently

Strong Leadership Skills

Project Management

Troubleshooting
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Time Management
Analytical Skills

Work Ethics

Hard Skills

Microsoft Office
Quality Assurance
Forklifts

Preventive Maintenance
Software Development
Java

Technical Support
SQL

Tractor-trailers
Customer Relationship Management
Mathematics

Python

Linus

Quality Control
Bilingual

Behavioral Health
JavaScript

HTML

Cloud Computing



Blueprints

Certifications

Commercial Driver’s License

Class A Commercial Driver’s License

Basic Life Support

Security Clearance

Certified Registered Nurse

State Insurance License

HAZMAT

Occupational Safety & Health Administration
Advanced Cardiac Life Support

Pediatric Advanced Life Support

Continuing Education

Certification in Cardiopulmonary Resuscitation
Accounting

Food Safety Programs

Tanker and Hazmat Endorsement

English as a Second Language

LPNs
Legal Document Services

B. Workforce Analysis

The Unified or Combined State Plan must include an analysis of the current workforce, including
individuals with barriers to employment, as defined in section 3 of WIOA*. This population must
include individuals with disabilities among other groups in the State and across regions identified by
the State. This includes—

[4] Individuals with barriers to employment include displaced homemakers; low-income individuals;
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Indians, Alaska Natives, and Native Hawaiians; individuals with disabilities, including youth who are
individuals with disabilities; older individuals; ex-offenders; homeless individuals, or homeless children
and youths; youth who are in or have aged out of the foster care system; individuals who are English
language learners, individuals who have low levels of literacy, and individuals facing substantial
cultural barriers; farmworkers (as defined at section 167(i) of WIOA and Training and Employment
Guidance Letter No. 35-14); individuals within 2 years of exhausting lifetime eligibility under the
Temporary Assistance for Needy Families program; single parents (including single pregnant
women); and long-term unemployed individuals.

[5] Veterans, unemployed workers, and youth, and others that the State may identify.

I. Employment and Unemployment

Provide an analysis of current employment and unemployment data, including labor force participation
rates, and trends in the State.

Utah'’s strategic plan and vision are based on analysis of the state’s pre-pandemic economy
and workforce. We view the pandemic as a temporary interruption upon Utah’s economy.
We do not foresee that the pandemic has altered the underlying trend variables that have
influenced the Utah economy through its recent economic history. We do see some
structural changes remaining from the pandemic, like an increased amount of teleworking,
but we do not see that significantly altering the need for and distribution of occupations. It
will change the location of a work environment, but not necessarily the functions expected
from the work environment.

Therefore, this plan will be anchored upon Utah’s pre-pandemic economic characteristics.
Utah has made a strong economic rebound from the pandemic, and it is rapidly returning to
its pre-pandemic defining economic characteristics. This pre-pandemic trend characteristics
approach, therefore, served as the basis for developing data-driven goals designed to
prepare Utah’s workforce to thrive and support the anticipated economic growth as
illustrated by Utah’s trend accomplishments.

Utah identified four major economic areas within the state: the Wasatch Front (Utah’s
principal urban area), the Bear River Area, the Eastern Region and the Central/Southwest
Area. The latter three have enough distance or dissimilarity from Utah’s urban core to
warrant their own regional identifications.

Since 83 percent of the state’s employment is embodied in the Wasatch Front, the overall
state profile serves as a proxy for the profile of that urban core. Analysis is provided for the
other three areas where appropriate.

Utah’s economy operated as a full-employment economy leading up to the onset of the
COVID-19 pandemic. Finding adequate quantities of labor was a challenge. Even with said
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challenges, finding labor, though an effort, appeared to be manageable. The demand/supply
relationship was tight, but the two forces were not dramatically apart.

Then the pandemic emerged and interrupted Utah’s full-employment trend. Initial Utah
COVID-19 job losses amounted to a 7.7 percent setback; a significant decline but the lowest
job-loss percentage across all states. The Utah economy was largely “closed” throughout all
of April 2020, but was reopened on a limited basis as early as May 2020. This re-opening,
ahead of many other states, benefitted Utah by more rapidly re-engaging commerce and
allowing Utah to commence one of the nation’s best state-economic rebounds. By the time
2020 ended, Utah had experienced only a 1.3-percent job loss across the year. The year’s
unemployment rate averaged out to 4.7 percent after having elevated to over 10 percent
when COVID-19 hit.

As 2021 has unfolded, Utah’s economy continues to create new jobs and to steadily reopen
formerly pandemic-restricted jobs. The economy’s overall job count is higher than the
magnitude achieved before the pandemic emerged.

By the end of spring, a collective mindset has emerged that the pandemic has run its course.
Whether that is a correct assumption is yet to be seen, but the point is the collective mindset
believes that it has. Therefore, previously impacted industries have reopened in full—at least
that was their desire. With this rapid, collective commerce reopening came an instantaneous
demand for labor. One would have assumed that labor would be available as the pandemic
idled many workers. But any rapid labor return to the workplace has been a frictional and
slow process. Because of that, a large gap has developed between the demand for labor
and a curtailed response by labor toward that need.

We surmise this gap will work toward an eventual equilibrium, although it may be a slow and
somewhat arduous task. It will be the defining characteristic through the remainder of 2021,
and will probably not equalize until firmly into 2022. By then though, that should produce a
return to full employment; to an environment like before the pandemic where the labor need
is strong yet.

il. Labor Market Trends

Provide an analysis of key labor market trends, including across existing industries and occupations.

Labor Market Trends

The history of economic development is that new inventions or technologies come along and
shake up the labor market. Industries that once had a dominant place in an economy, like
canals, can be quickly and rapidly replaced by new and emerging technologies, like
railroads. As a result, an overall economy’s job count may actually increase, but within the
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occupational mix, some occupations may diminish as an industry is displaced (canal
workers, barge repair, etc.) while new occupations arise supporting the emerging technology
(railroad conductors, track layers, etc.).

The current economic environment is no different. With the rise of the technology economy,
the concern is that labor will be either replaced or displaced by automation and artificial
intelligence. This is a valid concern. But it can be difficult to comprehend clearly given an
environment of unemployment rate below 3.0 percent and with most of the business
community searching for labor. A closer look reveals there is occupational churning going on
and new technologies may be playing a part in occupational transformations.

A recent study by the Brookings Institute entitled Automation and Atrtificial Intelligence; How
Machines Are Affecting People and Places summarizes the general trends that automation
and artificial intelligence are having or could have on the labor market. Some major
conclusions include:

e Automation and Artificial Intelligence (Al) will affect tasks in virtually all
occupational groups in the future, but the effects will be of varied intensity and only
drastic for some.

e Routine, predictable physical and cognitive tasks are the most vulnerable to
automation.

e The most vulnerable jobs are in office administration, production, transportation,
and food preparation.

e The remaining, more secure jobs, include a broader array of occupations ranging
from the complex, “creative” professional and technical roles with high educational
requirements, to low-paying personal care and domestic service work characterized
by non-routine activities or the need for interpersonal social and emotional
intelligence.

e Automation risk can vary across regions. Smaller, more rural communities have
more exposure to automation-driven task replacement and smaller metropolitan
areas are more vulnerable than larger ones.

e Men, young workers, and underrepresented communities work in more
automatable occupations:

o In this respect, the sharp segmentation of the labor market by gender,

age, and racial-ethnic identity ensures that Al-era automation is going to
affect demographic groups unevenly.
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o Male workers appear noticeably more vulnerable to potential future
automation than women, given men’s overrepresentation in production,
transportation, and construction-installation occupations.

o Women comprise upward of 70 percent of the labor force in relatively
safe occupations, such as healthcare, personal services, and education
occupations.

o Young workers will face higher automation exposure reflecting their
overrepresentation in automatable jobs associated with food preparation and
serving.

e Variation in race and ethnicity is important because there is a high representation
of racial and ethnic groups in high-exposure occupations like construction and
agriculture and transportation

Utah has completed analysis on automation and artificial intelligence impact on Utah
occupations. This analysis draws upon the work of a 2013 study entitled The Future of
Employment: How Susceptible Are Jobs to Computerization? This study classified an
extensive list of occupations (high, medium, low) by their tasks being at risk to automation or
replacement by artificial intelligence.

The purpose of the study was to identify occupations the Department of Workforce Services
may not wish to recommend to job-training and retraining customers. What follows is a brief
summary of the study and a sample listing of occupations found to be in decline within Utah.

Effects of Automation
There are 574 Utah occupations available for employment change evaluation.
e Total 2018 Utah occupational employment was 1,381,537.
e 374 occupations gained jobs since 2013 with a total increase of 273,580.
e 200 occupations lost jobs since 2013 with a total decline of 58,485 jobs.
o The netresult is a Utah occupational gain of 215,100.

e Within all major occupational groups, only Protective Services and Production
Occupations have on net lost jobs across this period.

e Some occupations with high exposure to automation did experience job loss
while other high-exposure occupations also added jobs across this period.
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o All high-exposure occupations had a net employment gain of 65,120.

e Occupations with medium and low exposure also lost some jobs across this
period

e 126 (63%) of the 200 job-loss occupations (regardless of the exposure level)
require no more than a high school diploma or a postsecondary non-degree award.
This accounts for 74% of the job loss.

Of the overall Utah job loss, 53 percent occurred in high-exposure occupations. This
suggests a causality, but high exposure is not overwhelmingly the prevalent job loss
probability. It does suggest that automation influences aspects of Utah occupational decline.
But overall, the economy is expanding occupational employment, not reducing it. Among all
high-exposure occupations, there was a net employment gain of 65,120.

There are underlying individual occupational disruptions. There is a pattern showing that
occupations requiring a lower degree of education are a dominant portion of the occupations
that did experience decline. Nevertheless, all occupations that function with a lower degree
of education added 109,000 new jobs across this period.

High Exposure Details

High exposure occupations(greater than 70 percent of an occupation’s tasks could be
automated)

e 227 occupations
e 40 percent of all measured occupations
e Total Utah employment in these high-exposure occupations: 615,490
e 45 percent of all Utah occupational employment
Of the high exposure occupations:

e 203 of the 227 require no more than a high school diploma or a postsecondary
non-degree award

e 161 of the 227 (71 percent) found in:
o Office and Administrative Support

o Construction and Extraction
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o Installation, Maintenance, and Repair
o  Production Occupations

o Transportation and Material Moving

In the list of 200 occupations that have lost employment:

High-exposure occupations accounted for 53 percent of the job loss (31,000)
ade up 97 of the 200 occupations with job loss
68 of the 97 (70 percent) in:

o Office and Administrative Support

Construction and Extraction

O

o

Installation, Maintenance, and Repair

O

Production Occupations

o

Transportation and Material Moving.

Of the 97 occupations with high exposure that lost jobs:

84 require no more than a high school diploma or a postsecondary non-degree

award

Represent 93 percent of the high-exposure occupational loss

Occupations that require no more than a high school diploma or a postsecondary non-
degree award that experienced noticeable Utah job loss (-50 or less) between 2013 and
2018 include (representative list):

SOC Code SOC Title

47-2073

41-9041

43-6011

43-6013

Operating Engineers and Other Construction Equipment Operators
Telemarketers
Executive Secretaries and Executive Administrative Assistants

Medical Secretaries
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47-5071 Roustabouts, Oil and Gas
41-1011 First-Line Supervisors of Retail Sales Workers

43-6014 Secretaries and Administrative Assistants, Except Legal, Medical, and
Executive

41-1012 First-Line Supervisors of Non-Retail Sales Workers
43-9199 Office and Administrative Support Workers, All Other
43-9041 Insurance Claims and Policy Processing Clerks

35-2011 Cooks, Fast Food

49-9041 Industrial Machinery Mechanics

43-4111 Interviewers, Except Eligibility and Loan

51-1011 First-Line Supervisors of Production and Operating Workers
43-4151 Order Clerks

53-7063 Machine Feeders and Offbearers

51-9141 Semiconductor Processors

37-1011 First-Line Supervisors of Housekeeping and Janitorial Workers
51-3022 Meat, Poultry, and Fish Cutters and Trimmers

53-3031 Driver/Sales Workers

49-9052 Telecommunications Line Installers and Repairers

43-6012 Legal Secretaries

43-4171 Receptionists and Information Clerks

35-9021 Dishwashers

51-3023 Slaughterers and Meat Packers

47-5013 Service Unit Operators, Oil, Gas, and Mining



Not all of these occupations with decline are the result of automation or technological

displacement, yet it is sensible to believe that many of them are.

ii. Education and Skill Levels of the Workforce

Provide an analysis of the educational and skill levels of the workforce.

Education and Skill Levels of the Workforce

The most recent five-year estimates from the Census Bureau’s American Community Survey
report the Utah population ages 25 and over is educated in the following proportions:

Less than high school: 6.9%
High school: 23.1%

Some college, no degree: 25.5%
Associate’s degree: 9.7%
Bachelor's degree: 23.4%

Graduate/professional degree: 11.3%

A recent headline of an internet article stating More People are Underemployed Now than in
2000 is not a surprising conclusion. The main reason is that the overall labor force in Utah
(and the nation) is actually overeducated in relation to the economy’s occupational mix and
the minimum education requirements. This is a good mismatch (over education) to have as
the alternative would hinder the economy. For the underemployed this can be a frustrating

situation, but for the economy as a whole, it is not an economic drag.

Pairing the percentage of Utah occupational employment with the same educational

classifications shows the educational disparity:

Statewide
Education Mix
Less than high school: 6.9%
High school: 23.1%
Some college, no degree: 25.5%

Occupational

23.0%

38.9%

8.8%
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Associate’s degree: 9.7% 2.2%
Bachelor’s degree: 23.4% 16.5%
Graduate/professional degree: 11.3% 4.0%

These percentages indicate there could be a large cohort of underemployed people. For
example, in Utah the occupational mix currently asks for 17 percent of the Utah population to

carry a bachelor’s degree to meet the hard skills of the occupational mix. Yet 23 percent of
the Utah population carries a bachelor’s degree. The disparity is more pronounced in the
graduate/professional arena as the occupational mix is only 4 percent demanding that hard
skill, while 11 percent have attained such credentials. One can see that a sizable percentage
of the population must fall “backward” from their education attainment in order to find a job.

Bear River Occupational

Education Mix
Less than high school: 6.8% 25.7%
High school: 24.0% 38.2%
Some college, no degree: 27.2% 11.0%
Associate’s degree: 8.6% 1.6%
Bachelor’s degree: 22.6% 21.0%
Graduate/professional degree: 10.7% 2.4%

Eastern Occupational

Education Mix
Less than high school: 10.6% 30.9%
High school: 32.3% 38.6%
Some college, no degree: 29.3% 13.7%
Associate’s degree: 10.4% 0.5%
Bachelor's degree: 12.1% 14.9%
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Graduate/professional degree:

Less than high school:
High school:

Some college, no degree:
Associate’s degree:
Bachelor's degree:

Graduate/professional degree:

5.3% 1.4%
Central/Southwest Occupational

Education Mix

8.8% 32.6%
28.0% 35.9%
28.9% 11.0%
10.0% 1.4%

16.8% 16.8%

7.6% 2.2%

Across these areas and the education attainment, it is those with the graduate/professional
degrees who display the largest mismatch between education attained and the education

required.

This “over education” of the labor force would imply that the skills needed to fuel the overall
Utah economy are there. It is also hard to argue within an economy that is growing at the
fastest pace in the nation post-Great Recession (Utah) that it is not finding enough workers
or enough skills to satisfy the economy’s desire.

iv. Skill Gaps

Describe apparent ‘skill gaps’.

(A) Workforce Analysis.

Individuals with Barriers to Employment

Type Quantity

Source/Comment

Low Income 189,846

American Indians

Alaska Natives

Poverty and below; 18+ Population.
ACS Table S1701
49,442 ACS Table B02017

785 ACS Table B02017
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Native Hawaiian
Individuals with Disabilities

Youth with Disabilities
Table

Older Individuals
55 and over.

Homeless Individuals
Homelessness; Annual
Report

Foster Care

English Learners
Households

Low Levels of Literacy
Statistics

Substantial Cultural Barriers
Services Refugee Data

Individuals within 2 Years

of TANF Exhaust
Services Data

Single Parent
Male
Female

Long-term Unemployed
longer. Current

2,007
294,637

32,302

666,378

2,798

11,964

20,691

218,425

S1810

ACS Table B02016
ACS Table S1810

0 to 17 Population; ACS

WIOA definition of "Older" is
ACS S0101

HUD 2020 Point-In-Time
Assessment

ACS Table S0901

ACS Table S1602; # of

National Center for Educ.

(9%) and the ACS

8,170

837

137,905
38,998
98,907

10,500

Department of Workforce

Department of Workforce

ACS Table B09002
ACS Table B09002
ACS Table B09002

Six months or
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Population Survey data.

Displaced Homemaker 70,166 Single female in the labor
force
ACS
Table S2302
Veterans 115,363 ACS S2101
Male 106,073 ACS S2101
Female 9,290 ACS S2101
Gulf War (2001+) 31,273 ACS Ss2101
Gulf War (1990) 27,552 ACS S2101
Vietham 41,907 ACS S2101
Korea 8,086 ACS S2101
WWwWII 3,083 ACS s2101
Age
18-34 10,437 ACS S2101
35-54 27,234 ACS S2101
55-64 18,911 ACS S2101
65-74 31,200 ACS S2101
75+ 27,581 ACS S2101
With any disability 31,624 ACS S2101
Education
Less than high school 3,749 ACS S2101
High School 23,278 ACS S2101

Some College/Associates 45,022 ACS S2101



Bachelors Plus 41,770 ACS S2101

Poverty 5,845 ACS S2101

Labor Force 64,600 CPS; ACS S2101
Participation Rate 49.1% CPS; ACS S2101
Employed 62,300 CPS; ACS S2101
Unemployed 2,300 CPS; ACS S2101
Unemployment Rate 3.6% CPS; ACS S2101

ACS = American Community Survey, U.S. Census Bureau

CPS = Current Population Survey, U.S. Census Bureau

Skill Gaps

This is a difficult concept to appraise given the available data. The job counting is done in
conjunction with the Bureau of Labor Statistics producing the Quarterly Census of
Employment and Wages. It can only measure the amount of employment that has
developed in Utah, not the amount of employment that could develop. If there are real skill
gaps in the economy where jobs do not get filled as a result, how does one count what has
not happened? That is a measurement challenge given the premise that a skill shortage
results in job needs going unfilled (the job count could be higher) because needed skills are
in short supply.

There is much talk of skill gaps, but too often what is presented as a skill gap is really a
wage gap. Systemic skill deficiencies are not the underlying issue, but instead low monetary
compensation keeping people from supplying labor to many occupations. Therefore, when
one is trying to find tangible skill gaps (systemic skill deficiencies), one must incorporate
wage compensation into the conversation.

Wages alone do not provide the answer. One must also pair wages with skill and education
segmentation. For example, being a machinist requires a needed skill set. A surgeon has
not been trained with those needed skills yet a surgeon gets paid drastically more than a
machinist. No matter how great a machinist’s skills, there is a limit to the wages that
machinists can hope to achieve. It will not approach a surgeon’s wage; but neither will the
training requirement. Therefore, one has to understand that education/skill segmentation will
put ceilings on wage ranges, so wage evaluations must be coupled with education/skill
compartmentalization.
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The method used to research skills gaps involves segmenting occupations by the major
education categories of advanced professional degrees, bachelor’s degrees, associate
degrees, some post-secondary training and high school education. These education
segments could have some skill shortage issues, but the assumption is that as the education
requirement lessens that skill shortages also lessen given the lower level of necessary skills.

The wage calculation within each segmentation centers on the gap between an entry level
wage measure (the average of the bottom third of wage measures within a given
occupation) and the 75" percentile wage measure within each occupation. This assessment
is based on the premise that if there is a skill shortage causing an inadequate labor supply
for an occupational need, businesses will be more aggressive with attractive wages (entry-
level wages) to lure labor to that occupation. Therefore, the smaller the gap between entry
wages and the 75" percentile (what the more experienced workers make) implies
aggressive entry-level wage attraction and, therefore, more bidding for an undersupplied skill
set.

At this point this is just a mathematical calculation between two wage-measure data points.
First segment education, then calculate wage differences, and sort results on smallest gap to
largest. Analyst interpretation plays a role, incorporating common sense, analyzing current
help-wanted online data requests, and other available sensibilities.

Utilizing this method, the following are occupation areas by education level where skill
shortages may be having an influence:

Professional and Graduate Degrees

SOC Code  Occupation Title

19-1040 Medical Scientists

29-1171 Nurse Practitioners

29-1140 Registered Nurse

29-1070 Physician Assistants

29-1050 Pharmacists

29-1122 Occupational Therapists

29-1127 Speech Language Pathologists

15-1110 Computer and Information Research Scientists
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11-9033 Education Administrators, elementary and secondary
25-1072 Nursing Instructors and Teachers, postsecondary
19-1021 Biochemists and Biophysicists

This group has a strong healthcare presence with its specific focus upon education (hard
skills) and certifications. Their need is also driven by Utah’s rapid population growth as the
healthcare industry tries to keep pace. Across the entire group, there is a common theme of
STEM emphasis and aptitude.

Bachelor's Degrees

SOC Code Occupation Title

15-1130 Software Developers and Programmers
15-1140 Database and Systems Administrators and Network Architects
15-1121 Computer Systems Analysts

11-3111 Compensation and Benefits Managers
41-9031 Sales Engineers

17-2011 Aerospace Engineers

17-2070 Electrical and Electronic Engineers
17-2151 Mining and Geological Engineers
17-2112 Industrial Engineers

17-2041 Chemical Engineers

17-2141 Mechanical Engineers

17-2131 Materials Engineers

17-2051 Civil Engineers

17-2081 Environmental Engineers

17-2031 Biomedical Engineers
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19-2042 Geoscientists
13-1081 Logisticians
13-2031 Budget Analysts

The above list could also include numerous management positions, but often those involve
both training and tenure and promotion from within.

This is not an exhaustive list, but it does have a common theme. The STEM skills, and in
particular mathematics, are at a premium, suggesting a potential skill deficiency within the
greater labor force of STEM specialization. It should be noted that these occupations are
growing in Utah, therefore the market is finding new workers; but again, it comes back to the
available data. Current tools and information are designed to measure what the economy is
achieving, not what it could achieve.

Associate’s Degrees

SOC Code  Occupation Title

29-2032 Diagnostic Medical Sonographers

15-1134 Web Developers

29-2033 Nuclear Medicine Technologists

29-2021 Dental Hygienists

29-2035 Magnetic Resonance Imaging Technologists
17-3021 Aerospace Engineering and Operations Technicians
29-1126 Respiratory Therapists

17-3013 Mechanical Drafters

17-3024 Electro-Mechanical Technicians

17-3026 Industrial Engineering Technicians

49-2091 Avionics Technicians

17-3027 Medical Engineering Technicians
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17-4031

17-3011

As with the bachelor’s degree group, the associate’s degree list contains a theme of STEM

training.

Civil Engineering Technicians

Architectural and Civil Drafters

High School and Some Postsecondary Training and Certification

SOC code

51-8012

49-2095

49-9051

53-2012

51-8013

33-1012

33-1011

51-8093

49-9044

49-9041

49-2094

47-2011

49-3011

49-9012

47-2111

49-9043

33-3051

Occupation Title

Power Distributors and Dispatchers

Electrical and Electronics Repairers, Powerhouse, Substation, and Relay
Electrical Power-Line Installers and Repairers

Commercial Pilots

Power Plant Operators

Police Supervisors

Correctional Officers Supervisors

Petroleum Pump Systems Operators, Refinery Operators, and Gaugers
Millwrights

Industrial Machinery Mechanics

Electrical and Electronics Repairers, Commercial and Industrial Equipment
Boilermakers

Aircraft Mechanics and Service Technicians

Control and Valve Installers and Repairers

Electricians

Maintenance Workers, Machinery

Police Officers
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51-4051 Metal-Refining Furnace Operators and Tenders
49-3042 Mobile heavy Equipment Mechanics
43-5050 Postal Service Workers

This is not an exhaustive list, but it portrays an undertone of skills and technical knowhow
based upon a knowledge and proficiency with mathematical principles

These lists do not represent exhaustive possibilities within each education category, but they
are representative of the smallest wage gaps between entry level wages and the 75" wage
percentile coupled with high wages within the education classification, and additional
information and knowledge as gleaned through tenured economic analysis.

2. Workforce Development, Education and Training Activities Analysis

The Unified or Combined State Plan must include an analysis of the workforce development activities,
including education and training in the State, to address the education and skill needs of the
workforce, as identified in (a)(1)(B)(iii) above, and the employment needs of employers, as identified
in (@)(1)(A)(iii) above. This must include an analysis of—

A. The State’s Workforce Development Activities

Provide an analysis of the State’s workforce development activities, including education and training
activities of the core programs, Combined State Plan partner programs included in this plan, and
required & and optional one-stop delivery system partners.’

[6] Required one-stop partners: In addition to the core programs, the following partner programs are
required to provide access through the one-stops: Career and Technical Education (Perkins),
Community Services Block Grant, Indian and Native American programs, HUD Employment and
Training programs, Job Corps, Local Veterans' Employment Representatives and Disabled Veterans'
Outreach Program, National Farmworker Jobs program, Senior Community Service Employment
program, Temporary Assistance for Needy Families (TANF) (unless the Governor determines TANF
will not be a required partner), Trade Adjustment Assistance programs, Unemployment Compensation
programs, and YouthBuild.

[7] Workforce development activities may include a wide variety of programs and partners, including
educational institutions, faith- and community-based organizations, and human services.

B. The Strengths and Weaknesses of Workforce Development Activities

Provide an analysis of the strengths and weaknesses of the workforce development activities
identified in (A), directly above.

C. State Workforce Development Capacity
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Provide an analysis of the capacity of State entities to provide the workforce development activities
identified in (A), above.

Workforce Development, Education and Training Activities Analysis

(A) The State’s Workforce Development Activities

Utah’s Unified Plan includes an analysis of its workforce development activities, including education
and training in the state, to address the education and skill needs of the workforce and the
employment needs of employers as identified above.

Utah’s workforce development activities include the education and training activities of the core
programs, one-stop required partner programs and other partners.

Utah’s new Governor has established the Utah One Roadmap to highlight his team’s goals and
strategies that support and address the state’s workforce development needs. The roadmap is
updated when needed. Below is the second version of the roadmap which outlines six areas of
development that will be prioritized. Those areas are:

® Economic advancement: The state will refocus its investment on vocational and technical
training while restructuring state business incentives and advocate the public and private
sector to pursue clean energy development and low-emission vehicle fleets.

® Education: Addressing funding disparities between school districts and continuing to work
toward clarifying roles in education governance.

® Rural issues: Continuing to develop a long-term comprehensive plan for water conservation,
storage and optimization along with improving internal Utah food supply chains.

® Health security: The state will work on ways to improve transparency of healthcare costs.

® Equity and opportunity: The Governor’s office will continue to increase access to Utah boards
and commissions for historically underrepresented groups including women, people of color
and LGBTQ individuals. The office says it will “lead by example” with regards to gender pay
equity, family-friendly and inclusive policies, and cultural change.

® State government efficiency: Finding ways to make government more responsive, accessible
and accountable through an “improved customer experience” online as well as performance
management tools.

The Governor’s Office of Economic Opportunity (Go Utah) strives to “create sustainable advantages
around emerging and mature workforce sectors. The state convenes constituents and organizes
strategies to support and build specific industries in its robust, diverse economy.” The Go Utah Office
also provides initiatives to support businesses in the rural areas of the state. Their Center for Rural
Development offers six programs that enhance economic opportunity and development in rural Utah.
From tax credits to grants, there is a wide variety of programs to help businesses and the workforce
prosper.

The post-secondary landscape in the state includes sixteen institutions of higher education
comprising the Utah System of Higher Education (USHE) and a number of private nonprofit and
private for-profit institutions. Collectively, these institutions provide a diverse and broad array of
certificates and degrees that prepare Utah’s adults to become productive and contributing members
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within their respective communities. The higher education system targets occupations classified in
labor market data as having high employer demand and high median wages, and utilizes information
from employer committees to help guide their programming and curriculum development.

The educational offerings provided by the state’s post-secondary institutions span a vast educational
landscape. Their programs range from technical certificates in relatively short periods of time for
specific occupations through advanced degrees, developing some of the state’s and nation’s top
talent in highly specialized disciplines. Additionally, these offerings affect students in secondary
education (K-12) and Adult Education as they seek college and career choices, enter pathways that
meet their goals, and in some cases receive assistance through WIOA funds.

Education & Training

Utah System of Higher Education

Utah created a new Utah Board of Higher Education in 2020 and combined the previously-separate
Utah System of Technical Colleges and Utah System of Higher Education into a single system with
sixteen public colleges and universities. Each of these institutions fulfills a particular educational
mission for the state. The institutions include:

e Eight technical colleges, providing technical education certificate programs and occupational
skills: Bridgerland Technical College, Davis Technical College, Dixie Technical College,
Mountainland Technical College, Ogden-Weber Technical College, Southwest Technical
College, Tooele Technical College, Uintah Basin Technical College

e Two community colleges, providing technical education and transfer certificates and associate
degrees: Salt Lake Community College, Snow College

e Four regional universities, providing certificates, associate and bachelor’s degrees, and
limited master’s degrees: Dixie State University, Southern Utah University, Utah Valley
University, Weber State University

e Two research universities, providing bachelor's and graduate degrees, and research:
University of Utah, Utah State University (Utah State University also provides technical
education and community college roles in southeastern Utah)

These public institutions provide the majority of higher education programs and services within the
state. They serve as economic levers for the state through research, teaching and service, and
Career and Technical Education. Institutions work closely with local business and industry leaders to
develop and deliver Career and Technical Education certificate and associate degree programs
specifically tailored to local workforce needs, utilizing employer advisory committees, and employer
partnerships for internships and placement, equipment or program support and more. Institutions are
focused on workforce development, career counseling, internship services, apprenticeships, and
career employment. Institutions maintain close association with each other and with high schools to
ensure pathways and educational opportunities are available to students. Collectively, these Utah
System of Higher Education institutions serve over 200,000 students.

USHE’s technical colleges are independently accredited by the Council on Occupational Education,
an agency recognized by the U.S. Department of Education. Each program is accountable for

meeting benchmarks annually for student completion (60%), placement (70%), and licensure (70%),
validating relevance and alignment with industry need. Most programs are offered in a competency-
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based format, providing opportunities for students to receive credit for prior learning experience. This
increases the efficiency and affordability of training for students. Many programs include pathways,
which support transfer opportunities to encourage students to continue their education between
secondary and post-secondary educational institutions.

In addition to institutional accreditation, institutions offer programs that require, or electively seek,
programmatic accreditations and approvals. Such programs are held to rigorous standards of
compliance, performance, and student outcomes. Many programs prepare students for industry
credentials, including certification and/or licensure. These approvals and student attainment of
credentials provide third-party validation of program quality and alignment with industry needs.

Utah System of Higher Education institutions provide opportunities for secondary students to access
and progress in post-secondary education while in high school. Students can complete college
coursework tuition-free with nominal fees through dual enrollment in a technical college or concurrent
enrollment in a degree-granting institution.

Under the direction of the Utah Board of Higher Education, the Utah College Advising Corps has
expanded to serve 89 high schools during the 2021-2022 school year, with the intention to expand to
support every high school with high-quality college access advising by 2024-2025.

The college access advisors will:

e Advise students as they choose a meaningful postsecondary pathway

e Assist students with submitting college applications, applying for scholarships, the FAFSA,
and financial aid

e Connect students to their receiving institution

e Create a college-going culture in their high school

The Utah Board of Higher Education administers programs to support workforce development
opportunities, especially for those student from underserved communities:

e The Utah Promise Scholarship, state’s needs-based scholarship program, available to recent
high school graduates and adult learners at Utah’s public colleges and universities, as well as
Utah'’s public technical colleges. The Utah Promise Scholarship covers tuition and fees for up
to two years.

e The T.H. Bell Scholarship is for students intent on entering the teaching profession in Utah. It
can be used at all public or private institutions in Utah that offer an approved program.

e The Western Interstate Commission for Higher Education Professional Student Exchange
Program enables students in 11 western states to enroll in selected out-of-state professional
programs usually because those fields of study are not available at public institutions in their
home states. Students enrolled in this Professional Student Exchange Program receive
preference in admission and pay reduced levels of tuition.

e The Adult Learner’'s Grant, adopted during the 2021 General Session, provides an
opportunity for adult learners seeking online education to receive financial assistance.

USHE’s technical education institutions administer Custom Fit, which is a state-funded program
intended to increase business growth, productivity, and/or performance for Utah employers.
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Companies receive subsidies to assist with the cost of short-term employee training. In 2021, 1,760
companies and 17,826 employees were served by Custom Fit funds.

Utah Adult Education

Utah Adult Education plays an important partnership role in workforce development. Utah Adult
Education provides three core services, which include literacy instruction for students with academic
levels below the ninth grade, high school completion through a 24 credit secondary diploma or
completion of the GED®, and English Language Acquisition for multilingual students. Adult education
empowers out of school individuals ages 16 and above to become self-sufficient by gaining the skills
necessary for postsecondary education and training, employment, and personal success. Utah Adult
Education assists adults to become literate and obtain the knowledge and skills necessary for
success in college, employment, and self-sufficiency while completing a secondary education and
basic literacy instruction. Programs from across the state work with training providers in their
communities to create programs tailored to adult education students by combining adult education
services with occupational training. Utah Adult Education also partners with community resources to
ensure students have access to needed resources.

Utah State Board of Education (K-12)

Public secondary education (K-12) is a vital partner in meeting the state’s overall education and
training objectives. Educating the children of Utah prepares them for post-secondary education and
the workforce. In addition, there are programs and partner programs that directly support this
transition, including:

e College and Career Awareness: Explores and prepares students for college and career
pathways, focusing on jobs that are high skill and high demand as well as satisfying and
financially rewarding

e Career and Technical Education: Creates pathways to lifelong career success for every
secondary student by providing him or her with the technical skills and academic knowledge
needed to prepare for future employment and/or a successful transition to post-secondary
education

e Work-Based Learning: Provides sustained interactions with industry or community
professionals in real workplace settings, to the extent practicable, or simulated environments
at an educational institution that foster in-depth, firsthand engagement with the tasks required
in a given career field, that are aligned to curriculum and instruction.

e Career and Technical Education Pathways: A pathway is a sequence of courses within a
student’s area of interest. A pathway connects from high school to college for a certificate, a
degree, and/or career. Pathways help students prepare for college and career by offering
appropriate academic and skill development, concurrent enroliment courses that meet degree
requirements, and earn state and industry certifications

o International Baccalaureate program: Consists of three programs that encompass
ages 3-19:

o Primary Years Program (Ages 3-12)
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o Middle Years Program (Ages 12-16)
o Diploma Program (Ages 16-19)

All three programs require study in a broad range of subjects, including content in cultural education,
and place special emphasis in acquiring and developing language, developing skills of learning and
creating opportunities for individual and collaborative planning as well as a community service
component requiring action and reflection to complement the course of study.

e Advanced Placement program: Offers high-school students worldwide the opportunity to take
college-level courses while attending secondary school. Advanced Placement courses are
invariably more rigorous than other high-school offerings.

e  Concurrent Enrollment and agreements with post-secondary institutions: The purpose of
Concurrent Enrollment is to provide a challenging college-level experience for students in
their last two years of high school. Course offerings in math, science, social studies, language
arts, fine arts, humanities, world languages, career and technical programs, and education
have been implemented in high schools throughout the state.

Department of Workforce Services Divisions

Workforce Development Division

The Department of Workforce Services’ employment exchange system supports workforce
development. Whether a job seeker is in the beginning phases of choosing a career or needs a better
job, the Department of Workforce Services offers an array of online and in-house services. This
employment exchange system fuels Utah’s economic engine by supporting the workforce with
training, education and other resources. The department’s top priority is to align the skills and
knowledge of Utah’s citizens with the needs of employers. The Workforce Development Division
created and provided a variety of new virtual resources for individuals to utilize during the
pandemic,including online workshops and virtual job fairs. Additional workforce development tools
and activities include:

e Career planning

e Job readiness tools

e Job matching

e Online portal

e Business development and partnerships
e Economic data

Utah Office of Rehabilitation

The Department of Workforce Services, Office of Rehabilitation has partnered with the Utah State
Board of Education, Department of Workforce Services Workforce Development Division, and the
Division of Services for People with Disabilities to implement “School to Work” pilots in five different
Utah school districts. The “School to Work” pilot teams utilize Customized Employment to help
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students with disabilities work toward competitive, integrated employment prior to graduation from
high school or post high school. Teams work collaboratively to serve students and blend/braid funding
so students can access wrap around services needed to become employed and independent.

The pandemic has impacted service delivery to students in finding employment amid concerns for
health and contagion. Limited engagement with partnerships occurred due to the pandemic.

Department of Workforce Services Programs

Employment First Initiative

The Utah Employment First Partnership is a shared commitment among the Utah Department of
Workforce Services including the Office of Rehabilitation, the Division of Services for People with
Disabilities, and the Division of Substance Abuse and Mental Health. The goal is to improve state
government services focused on persons with disabilities to help them achieve competitive, integrated
and community-based employment. Utah’s Employment First Initiative supports workforce
development. It expects, encourages, provides, creates and rewards integrated employment in the
workforce. It is the first and preferred outcome for working-age youth and adults with disabilities at
minimum wage or higher. This program focuses on individuals with complex and significant disabilities
for whom job placement in the past has been limited or traditionally has not occurred.

Choose to Work

Choose to Work is a program designed to meet the expanding needs of Utah employers by providing
qualified and job-ready individuals. Choose to Work's employment specialists provide statewide job
development and placement service to Utah job seekers with disabilities. Choose to Work specialists
support employers by educating and increasing understanding in the value of individuals with
disabilities in order to recruit, hire, retain, and promote individuals with disabilities. Applicants' skills
range from entry level to professional in virtually all job categories.

Work Success

The Work SUccess program continues to participate in a national study, NextGen Evaluation,
sponsored by the Office of Planning, Research and Evaluation within the Administration of Children
and Families of the U.S. Department of Health and Human Services to evaluate Utah’s Work Success
program until March 2022. Work Success is currently in the embargo period of the study, with a
pathway to other Workforce Services career services, and is under consideration by Workforce
Services leadership to become operational again.

In addition to the evaluation of the Work Success program and documenting the most effective
components of the coaching, design and implementation, Mathematica Policy Research will include a
cost-analysis of the program. Outcomes from the study include measures of success in:

* Obtaining and retaining employment;

* Career advancement;

* Earnings;

» Receipt of TANF and other measures of self-sufficiency;

* Other indicators in personal and family well-being; and

* Improvement of self-regulation.

Findings on Work Success will be provided in a series of reports from Mathematica beginning Fall of
2021 and produced on a rolling basis through 2023.
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Veterans Initiatives

Veterans receive Priority of Service as they transition from the military or any time they seek
employment services from the Department of Workforce Services to gain or improve their
employment status. Veteran and Military Employment Services supports veterans in their
reintegration process as they leave the military and rejoin the civilian workforce. The Job for Veteran
State Grant, funded by the U.S. Department of Labor/Veteran Employment and Training Services,
provides individualized career services for veterans that have significant barriers to employment. The
Department of Workforce Services monitors and engages veteran customers in an effort to reduce the
duration of veterans on the unemployment rolls and to help veterans on state-provided Medicaid seek
Veterans Administration medical benefits. Accelerated Credentialing to Employment helps veterans,
National Guard members, reservists and spouses gain licenses and certifications that lead to
employment. The Utah Patriot Partnership program is an employer recognition program for those
employers who actively seek to employ veterans, currently serving military members, and their
spouses.

Temporary Assistance for Needy Families (TANF) and Supplemental Nutrition Assistance (SNAP)

Utah has the advantage of integrating programs such as TANF and SNAP in its one-stop delivery
system. These programs help provide access to a greater number of job seekers who can meet
employers' immediate workforce needs. Connecting recipients of these programs with career and
training services increases their employment opportunities.

Utah’s SNAP program encourages outreach and engagement in career services through self-service
and mediated means. The online system allows job seekers to evaluate their job preparation needs
and, based on their responses, provides workshops to meet their needs. These workshops can be
accessed online and in person to help identify transferable skills, relate labor-market information, build
a résumé, create well-crafted answers to interview questions, draft a marketing message, etc.
Participants learn to use the online labor exchange system to search for employment opportunities.
They can track their applications, interviews and any other follow up related to their job search online.
The integration of these programs provides job seekers with one access point to reconnect with the
workforce and increase their employability through training services.

Medicaid Expansion

On December 23, 2019, the Centers for Medicare and Medicaid Services authorized the Utah
Department of Health to implement full Medicaid expansion in the State of Utah. The expansion will
extend Medicaid eligibility to Utah adults whose annual income is up to 138% of the federal poverty
level ($17,236 for an individual or $35,535 for a family of four). The federal government will cover 90%
of the costs of these services, with the state covering the remaining 10%. It is estimated that up to
120,000 Utah adults are eligible for the expansion program.

The Utah Data Research Center

The Utah Data Resource Center is a program of the Workforce Research and Analysis Division of the
Department of Workforce Services. The center was created through the state legislative process. The
center was directed to establish a data research program so the following agencies are required to
contribute data to the system:
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e Utah Department of Workforce Services
e Utah State Board of Education

e Utah System of Higher Education

e Utah Department of Health

Once compiled by the Utah Disability Resource Center, the data constitute a longitudinal data system
and therefore support longitudinal research methods. The data is critical for providing answers to
complex public policy questions. The data-contributing agencies support the shared goals of
leveraging and utilizing these data in a centralized data warehouse for the purpose of conducting
research and creating a more efficient modality for the exchange of data across agencies. The
centralization of these data provides far greater access to protected data for the completion of
reporting, research, planning, evaluation, policy and decision making.

Job Growth Fund

The Job Growth Fund is a strategic revenue source that funds employer initiative programs. This
revenue comes from the Ul Special Administration Expense Account. The fund helps support training,
education and job-creation/retention and workforce programs. Currently it is leveraged to support the
goals and vision of this plan. Utah will continue to explore ways to utilize this resource to support and
continuously improve its workforce development strategies in partnership with the State Workforce
Development Board.

Commissioner of Apprenticeship Programs

During the 2019 legislative session, HB 280 created a Utah Commissioner of Apprenticeship
Programs to be housed within the Department of Workforce Services. The duties of the
Commissioner include promoting and educating the public on apprenticeship opportunities,
coordinating and collaborating with key stakeholders and providing an annual written report of
apprenticeship program activities to the legislature.

The overall goals are to:

e Increase awareness of apprenticeship opportunities for youth and adults as being a valuable
pathway to success

e Promote apprenticeship opportunities to employers as a valuable talent recruitment, retention
and workforce development strategy

e Identify high-quality apprenticeship programs and best practices that can be shared

By identifying, expanding and promoting high-quality industry driven apprenticeship programs, we will
assist in filling the skills gap, create a pipeline and provide a qualified workforce to meet the hiring
demands of Utah employers.

During the 2021 Utah legislative session, HB 391 further defined registered apprenticeship, pre-
apprenticeship, and youth apprenticeship in state statute 35A-6-102. Standardized definitions ensure
that key stakeholders use a common language and message, resulting in development and
expansion of high-quality programs. Standardized definitions support the state's goal of promoting
apprenticeship programs as a viable career pathway to success for both youth and adults. To ensure
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that there are a wide variety of programs available, the Commissioner of Apprenticeship Programs
continues to work with key stakeholders to further diversify industry representation.

Housing and Community Development
The Housing and Community Development Division serves communities statewide to build local
capacity, fund services and infrastructure, and leverage resources for critical community programs.
From funding a rural water system project to helping low-income families with utility costs, we care
deeply about the quality of life for our fellow citizens across the state. The division provides the
following services:
e Helps communities with their infrastructure, bonding ability and basic community services;
e Gives critical assistance to communities with some of their toughest community problems, like
hunger, homelessness and domestic violence;
Provides tools and resources for developing affordable housing;
Directly helps homeowners reduce energy bills and improve their living conditions; and
Administers a wide array of federal grants, making funding available to a number of Utah
communities, and offers training and technical assistance to make it possible and easier for
communities to receive funding.

Workforce System Partners, Programs and Initiatives

STEM Action Center

The STEM Action Center is Utah’s partner in promoting Science, Technology, Engineering and Math

education through the identification and support of best practices and leveraging of resources across

education, industry, government and community partners to support economic prosperity. Their vision
is to bring STEM to every Utah home, school and community to build a brighter future.

Utah's Department of Cultural & Community Engagement

The Department of Cultural and Community Engagement understands humanity is made up of many
different cultures, and that’s the first step in creating social belonging. Cultural engagement is
participation, advocacy, and cultivation of the diverse characteristics of all Utahns. Life is enhanced
through celebration, innovation, science, music, art, literature, and traditions. It provides social and
economic value to communities, and it opens our eyes to the unique traits that make Utah’s people.

A strong community collaborates to solve issues and fosters a sense of togetherness through shared
cultural experiences. A community’s cultural assets are the pentacle of its pride and uniqueness.
These assets can be leveraged to attract economic opportunities or used to reinforce belonging
among its people. For local governments, having invested citizens tells you that they see themselves
as leaders who support the common good.

State Workforce Development Board

Utah’s governor has created specific, attainable goals that are relevant to the economy of today and
tomorrow. In doing so, he created objectives and action items to guide and challenge his cabinet. The
Department of Workforce Services executive director and the State Workforce Development Board
accept leadership roles in this call to action. Collaboration and partnership are the keys to achieving
these goals. Department of Workforce Services executives, agency staff, community and business
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partners, and State Workforce Development Board members serve on various boards, committees
and workgroups that target the governor’s goals. This includes partnering and contributing to the Utah
Economic Summit, Rural Economic Summit and quarterly economic meetings.

Career Pathways

Career pathways are the culmination of partnering agencies and educational institutions in Utah
working together to create a world-class workforce. Career pathways provide clear goals for
individuals seeking to improve their situations. Career pathways consist of stackable credentials and
necessary supports that remove barriers and allow individuals to move towards earning a family-
sustaining wage. Career pathways support multiple entry and exit points as individuals discover
additional educational and career opportunities available to them along the path. Key partners in
career pathway efforts include Utah’s WIOA partners, employers, the Governor’s Office of Economic
Opportunity, and the State Workforce Development Board.

Data Systems & Warehouses

An important part of the workforce development system is collecting and reporting data to measure
outcomes and performance. Utah agencies, including the Department of Workforce Services, Adult
Education, and the Utah System of Higher Education collect and analyze data to produce required
state and federal reports.

Talent Ready Utah Program

The Talent Ready Utah Program is designed to strengthen collaboration between industry and
education to better respond to the needs of regional and statewide high-growth, high-wage industries
and occupations. It is a collaborative partnership among:

e The Department of Workforce Services

e The Utah System of Higher Education

e The Governor's Office of Economic Opportunity
e The Utah State Board of Education

e The Utah State Legislature

Talent Ready Utah program provides funding to public post-secondary educational institutions to
develop, implement or enhance educational programs that are responsive to regional and statewide
industry needs or industry trade associations serving high-growth, high-wage industries and
occupations or regional economic needs. Talent Ready Utah program also provides support to public
school districts, individual schools or charter schools to develop, implement or enhance career
pathway programs and connect them to post-secondary institutions. Some programs that operate
from the Talent Ready Utah program are Career Pathways, Utah Works, and the Talent Ready
Apprenticeship Connection.

The Talent Ready Utah program is intended to increase the number of individuals who earn industry-
recognized credentials, develop career pathways with multiple entry and exit points for students along
the post-secondary education continuum and create systemic change by establishing processes and

programs that better connect education, the workforce and employers.
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The Governor’s Office of Economic Opportunity

The Governor's Office of Economic Opportunity’s activities and goals support workforce development
in Utah. Their four economic development principles include to:

e Strengthen and grow existing Utah businesses, both urban and rural
e Increase innovation, entrepreneurship and investment

e Increase national and international business

e Prioritize education to develop the workforce of the future

The Governor's Office of Economic Opportunity has identified six clusters to target. Each of these
clusters were selected by analyzing data and gathering input from businesses. The clusters align with
the industry sectors selected by the State Workforce Development Board. They include:

e Aerospace and defense

e Energy and natural resources

e Financial services

e Life sciences

e Outdoor products

e Software development and information technology

The Indian Training Center

The primary program design of the Indian Training Education Center includes investing in participant
services that promote talent development for long term employment and greater earnings potential
rather than quick placement in a minimum wage job with no opportunity for advancement. The Indian
Training Education Center focuses on education and training because it is the best way to prepare
participants to enter the workforce and enable individuals to find and keep jobs that provide a living
wage, allowing them to support themselves and their families. Services include:

e Adult Basic Education

e Occupational Skills Training
e High School Services

e Job Search Assistance

e Self-Service Activities

e Supportive Services

e Follow-Up Services

Futures Through Training , Utah Farmworker Program
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Futures Through Training’s Utah Farmworker Program helps eligible agriculture workers and their
dependents improve their lives through education, training and other services. Futures Through
Training’s top priority is to support and educate its agriculture population by upgrading employment
skills and credentials with the goal of increasing wages, job advancement, and job retention. Services
include:

e Financial assistance with programs ranging from a high school diploma/GED up through a
bachelor's degree

e Assistance for needed items to start a job including tools, clothing, and transportation
e Career Counseling/Planning

e Job Search

e Job Readiness Tools

e Mentoring

Senior Community Service Employment Program

The Senior Community Service Employment Program is a community service and work-based job
training program for older Americans. Authorized by the Older Americans Act, the program provides
training for low-income, unemployed seniors. Participants also have access to employment
assistance through American Job Centers.

Senior Community Service Employment Program participants gain work experience in a variety of
community service activities at non-profit and public facilities, including schools, hospitals, day-care
centers, and senior centers. The program provides over 40 million community service hours to public
and non-profit agencies, allowing them to enhance and provide needed services. Participants work an
average of 20 hours per week and are paid the highest of federal, state or local minimum wage. This
training serves as a bridge to unsubsidized employment opportunities for participants.

Participants must be at least 55, unemployed, and have a family income of no more than 125 percent
of the federal poverty level. Enrollment priority is given to veterans and qualified spouses, then to
individuals who are over 65, have a disability, have low literacy skills or limited English proficiency,
reside in a rural area, are homeless or at risk of homelessness, have low employment prospects, or
have failed to find employment after using services through the America Job Center system.

Job Corps

Established in 1964 by the U.S. Department of Labor, Employment and Training Administration, Job
Corps is mostly a residential program with an open entry and exit. There are 123 Job Corps across all
50 states and Puerto Rico. Approximately 50,000 are served each year in ages 16-24. Job Corps’
Mission is to educate and train highly motivated young people for successful careers in the nation’s
fastest-growing industries. Key Benefits include:

e Career technical training in high-growth industries

e Students can earn a high school diploma or the equivalent, or college credits
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e Tuition-free to eligible individuals, including housing, meals, basic medical care, a living
allowance, hands-on training, and career preparation

e Transitional support services, such as help finding employment, housing, and transportation

e Graduates enter the workforce or an apprenticeship, go on to higher education, or join the
military

Easterseals-Goodwill Senior Community Service Employment Program

Easterseals-Goodwill Senior Community Service Employment Program helps seniors 55 years of age
and older achieve economic independence and improve their lifestyle through job training and
employment services. The Senior Community Service Employment Program is a community service
and work-based job training program. Authorized by the Older Americans Act, the program offers free
job placement services through paid individualized training opportunities. Participants gain experience
and skills they need to stay active, supplement their income and contribute to their communities while
the workforce gains a pool of highly motivated, reliable workers with useful skills and valuable life
experience.

The program provides services to employers and local community agencies as well, through access
to pre-screened candidates, assistance with workplace diversification and tax credits along with job-
related follow-up and coaching. Employers can partner with the program for possible reimbursement
of the first 30-days of wages for program participants through On the Job Experience.

Division of Child and Family Services (DCES)

The mission of the Division of Child and Family Services is to keep children safe from abuse and
neglect and provide domestic violence services by working with communities and strengthening
families. They offer many services and resources for:

Adoption

Child protective services

Domestic violence services

Foster care

In-home services to families

Kinship care

Child abuse and neglect prevention
Youth services for those in foster care

Statewide Adult Recidivism Reduction

Utah workforce system partners work together to support reentry efforts for intensive and high-risk
offenders, both male and female, ages 18-35 since this population accounts for 60 percent of returns
to prison. This program is funded by a Second Chance Act grant from the Bureau of Justice
Assistance. Partners include Utah Courts, Utah Board of Pardons and Parole, Utah Division of
Substance Abuse and Mental Health, Utah Department of Workforce Services, Utah Governor's
Office and community support. The partners have organized into key work groups which include:

e Case planning
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e Community engagement
e Programming and interventions

e Risk assessment and policy

(B) The Strengths and Weaknesses of Workforce Development Activities

Strengths and Weaknesses of Workforce Development Activities

During the past six years, Utah agency, community, and business partners have worked together to
implement Utah’s WIOA plan. Utah’s plan implementation has gathered momentum over the years
because it is built upon the state’s strong workforce development system. State leaders from the
governor’s office, the state legislature, almost all agencies, public education, adult education and
higher education entities at the state and local levels strive to improve Utah’s economic environment.
These entities continue to communicate and share information with one another in a variety of ways.
Working together to implement the WIOA plan has enhanced and built upon existing partnerships that
were already strong and collaborative.

Strengths include:

e Successful implementation of Utah'’s first Workforce Innovation and Opportunity Act (WIOA)
including the certification of comprehensive one-stop centers and affiliate one-stop centers

e Active and committed State Workforce Development Board and committee members

e The Department of Workforce Services’ ability to successfully deliver integrated services
statewide, including many of the core and mandatory programs under WIOA

e The Office of Rehabilitation is housed with the Department of Workforce Services and has
staff co-located in several comprehensive one-stop centers

e Strong collaboration among all the core partners, including all WIOA programs housed within
the Department of Workforce Services and Adult Education

e Continual improvement of an integrated workforce system that shares information and data
among key partners such as Unemployment Insurance, Wagner-Peyser and Temporary
Assistance for Needy Families (TANF)

e Online, 24 hour access, to many services

e A high level of expertise at the operational level via the core partners’ staffs, which, along with
the commitment to help people, provides a strong base to build and develop partnerships

e The Department of Workforce Services developed virtual tools and resources in response to
the conditions of the pandemic, many of them will continue to be available for individuals that
need them.

Utah foresees certain challenges in this implementation, including:

e Establishing sufficient resources and funding sources
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o Increased pressure on the comprehensive one-stop centers
o Level of effort required to develop and maintain strong partnerships
e Achieving the emphasis on transition-age youth and the 15 percent funding requirement

e  Attaining the Eligible Training Provider performance data required from education and
training providers

e Lacking diverse education opportunities at the operational level to offer clients/customers
outside the Wasatch Front economic corridor

e Helping partners with the implementation of WIOA related initiatives at the operational level

(C) State Workforce Development Capacity

Utah'’s state workforce system partners continually evaluate and analyze their capacity to meet state
needs. While most of this analysis is accomplished by individual organizations reviewing their own
capacity, core partners in the local comprehensive one-stop centers have started to evaluate their
capacity, as partners, as they coordinate and align services. When gaps are identified, they reach out
to required partners or other community partners to ensure that job seeker, student, client and
business customer needs are addressed.

b. State Strategic Vision and Goals

The Unified or Combined State Plan must include the State’s strategic vision and goals for developing
its workforce and meeting employer needs in order to support economic growth and economic self-
sufficiency. This must include—

1. Vision

Describe the State’s strategic vision for its workforce development system.

2. Goals

Describe the goals for achieving this vision based on the analysis in (a) above of the State’s economic
conditions, workforce, and workforce development activities. This must include—

(A) Goals for preparing an educated and skilled workforce, including preparing youth and individuals
with barriers to employment® and other populations.®

(B) Goals for meeting the skilled workforce needs of employers.

[8] Individuals with barriers to employment include displaced homemakers; low-income individuals;
Indians, Alaska Natives, and Native Hawaiians; individuals with disabilities, including youth who are
individuals with disabilities; older individuals; ex-offenders; homeless individuals, or homeless children
and youths; youth who are in or have aged out of the foster care system; individuals who are English
language learners, individuals who have low levels of literacy, and individuals facing substantial
cultural barriers; eligible migrant and seasonal farmworkers (as defined at section 167(i) of WIOA and
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Training and Employment Guidance Letter No. 35-14); individuals within 2 years of exhausting lifetime
eligibility under the Temporary Assistance for Needy Families Program; single parents (including
single pregnant women); and long-term unemployed individuals.

[9] Veterans, unemployed workers, and youth and any other populations identified by the State.

3. Performance Goals

Using the tables provided within each Core Program section, include the State's expected levels of
performance relating to the performance accountability measures based on primary indicators of
performance described in section 116(b)(2)(A) of WIOA. (This Strategic Planning element only applies
to core programs.)

4. Assessment

Describe how the State will assess the overall effectiveness of the workforce development system in
the State in relation to the strategic vision and goals stated above in sections (b)(1), (2), and (3) and
how it will use the results of this assessment and other feedback to make continuous or quality
improvements.

(b.) State Strategic Vision and Goals

Utah’s Strategic Vision and Goals

Utah'’s unified plan includes the state’s strategic vision and goals for developing its workforce and
meeting business needs to support economic growth and economic self-sufficiency.

Utah’s Vision

A strong economy, now and in the future, depends on a world-class workforce. Utah will enhance and
expand collaborative efforts with businesses and organizations, educational institutions, community
partners, and government agencies through business development and partnerships related to key
industry sectors and occupations. Through its implementation of WIOA, Utah will increase access to
and opportunities for employment, education, training, and support services that individuals—
particularly those with barriers to employment—need to succeed in the workforce.

Goals

Utah's goals focus on preparing an educated and skilled workforce, including preparing youth and
individuals with barriers to employment and other populations. Utah's goals support meeting the
skilled workforce needs of employers.

Goal Focus: All-Encompassing Partnerships Utah will partner across the WIOA core and required
partners, education, economic development, businesses, organizations and other programs to
coordinate, align strategies, leverage resources and work together to develop Utah’s workforce and
create opportunities for sustainable employment. Utah will strengthen its partnerships by:

e Leveraging state funding resources to support the promotion of key occupational clusters and
industry sectors identified through economic analysis and input from employers, and utilizing
these resources to support the state workforce development activities
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Promote and participate in opportunities to align, collaborate, and leverage resources among
core and required partners, particularly in comprehensive one-stop centers, to continually
improve service to individuals and ensure those seeking assistance receive a service or an
effective referral

Working with workforce system partners, particularly core and required partners and the State
Workforce Development Board, to ensure current labor market information and performance
data are utilized to inform the development of an effective and integrated workforce system
that ensures support of diverse local economies throughout the state

Goal Focus: Employers Utah will involve employers directly in the workforce development system by
utilizing and leveraging existing partnerships and expanding opportunities for them to participate in
developing new partnerships and aligning programs. This will include:

Ensuring business needs are met by collecting information from partner surveys, reports, and
business or industry groups and identifying gaps or opportunities to improve services,
including building stronger collaboration, alignment and leveraging resources

Reaching out to employers to help design career pathways for use in secondary education (K-
12), Adult Education and post-secondary education

Partnering to promote and support current work-based learning opportunities and coordinate
to recruit more organizations to provide these types of training opportunities

Partnering to coordinate and collaborate in outreach and marketing to the business sector

Involving State Workforce Development Board members in promoting business customer
surveys, encouraging participation on board committees, and utilizing the business services
available so they can provide feedback and ideas for continual improvement

Providing quality labor market information, sector-based approaches and a well-trained talent
pipeline for employers in order to increase their competitiveness

Goal Focus: Education and Training Education and training partners will establish programs that meet
both the current and emerging needs of businesses and organizations, including an emphasis on real-
life applicability of skills development. Partnerships will facilitate clear connections for students to join
Utah’s workforce. This will be accomplished by:

Developing a talent pipeline in targeted industry sectors

Ensuring all partners are aware of the educational offerings available and are recruiting and
making referrals for WIOA targeted populations, specifically those with barriers to
employment

Developing programs and strategies that help high school students connect to concurrent
enrollment, high school Career and Technical Education, and other partnership pathways to
post-secondary Career and Technical Education programs and ensuring that all partners are
aware of the programs

Utilizing short-term post-secondary Career and Technical Education certificate programs that
link to recognized industry credentials, including a subset of certificate or degree programs
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(stacked and latticed credentials) to provide efficient pathways for students to achieve
additional educational credentials.

e Ensuring core and required partners align, coordinate, and collaborate as career pathway
initiatives are developed and implemented, particularly in areas where there is a
comprehensive one-stop center

Goal Focus: Workforce Utah will provide education and training options that provide the skills and
competencies required to meet employer and job seeker needs. Strong partnerships will enable job
seekers to find sustainable employment and employers to recruit and retain quality employees. This
will involve:

e Increasing awareness for the job-readiness skills necessary for competition in the workforce
and providing supplemental preparation and/or training

e Leveraging core and required partner programs to increase awareness of the workforce skills
employers are requesting

e Partnering to coordinate and collaborate to develop career pathways that support ongoing
skill development, including apprenticeship, work-based learning, customized training

e Partnering to coordinate and collaborate in outreach and marketing to employed,
underemployed, and unemployed individuals

e Ensuring current labor market information is accessible to individuals and assists them in
making decisions related to skill and credential attainment, occupational wages, and jobs in
demand

Goal Focus: Populations with Barriers to Employment Government and community partners will
leverage and align resources to reduce or eliminate barriers to employment so that at-risk populations
have greater opportunities in the workforce. This will be accomplished by:

e Ensuring partners have strong relationships at the local level so education partners connect
targeted populations to community services that support them

e Partnering to develop and implement comprehensive strategies that connect targeted
populations to services and ensure best practices are implemented to access services,
coordinate outreach methods, and messaging to target populations

e Ensuring partners develop a cycle of continuous improvement to assess program efficacy and
make real-time adjustments to outreach strategies in serving targeted populations

Performance Goals
Utah'’s performance goals will be established in the State Unified Plan as required.

Assessment
Vision

A strong economy, now and in the future, depends on a world-class workforce. Utah will enhance and
expand collaborative efforts with businesses and organizations, educational institutions, community
partners, and government agencies through business development and partnerships related to key
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industry sectors and occupations. Through its implementation of WIOA, Utah will increase access to

and opportunities for employment, education, training and support services that individuals—
particularly those with barriers to employment—need to succeed in the workforce.

The overall effectiveness of Utah’s workforce development system in relation to its strategic vision will
be assessed through performance measures, meeting its negotiated outcomes, and recertification of

affiliate and comprehensive one-stop centers. Specifically, the performance measures related to
employment, education and training and supportive services:

Employment after second quarter exit

Adults

Dislocated workers
Youth

Adult Education

Vocational Rehabilitation

Employment after fourth quarter exit

Median earnings second quarter after exist

Adults

Dislocated workers
Youth

Adult Education

Vocational Rehabilitation

Adults

Dislocated workers
Youth

Adult Education

Vocational Rehabilitation

Credential attainment rate

Adults

Dislocated workers
Youth

Adult Education

Vocational Rehabilitation
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Measurable skills gains

e Adults

e Dislocated workers

e Youth

e Adult Education

e Vocational Rehabilitation
Effectiveness in serving employers

e Adults

e Dislocated workers

e Youth

e Adult Education

e Vocational Rehabilitation

Effectiveness will also be assessed in terms of the membership of the State Workforce Development
Board and its committee members. Each committee will maintain an action plan with goals that
support Utah’s state plan. Committees will report activities and accomplishments to the Board. In
general, committee goals will focus on collaboration, partnering, building connections/relationships
among partners and businesses in key industries throughout the state. The committees will
incorporate economic information, individual agency goals, and performance data into their action
plans.

Goals

Goal Focus: All-Encompassing Partnerships Utah will partner across the WIOA core and required
partners, education, economic development, businesses, organizations and other programs to
coordinate, align strategies, leverage resources and work together to develop Utah’s workforce and
create opportunities for sustainable employment. Utah will strengthen its partnerships by:

e Working with workforce system partners, particularly core and required partners and the State
Workforce Development Board, to ensure current labor market information and performance
data are utilized to inform the development of an effective and integrated workforce system
that ensures support of diverse local economies throughout the state.

o Assessed by: Completion and distribution of the data driven economic assessment of
statewide workforce needs and performance measure outcome reports from core
partners. The Operations Committee will oversee the development and completion of
the annual economic assessment and performance measure reports. This is an
ongoing activity, labor market information and performance measures are presented
to the State Workforce Development Board and its committees annually.
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Leveraging state funding resources to support the promotion of key occupational clusters and
industry sectors identified through economic analysis and input from employers, and utilizing
these resources to support the state workforce development activities.

o Assessed by: This will be assessed through the recertification process. Agencies and
partners assess their projects and programs related to supporting and promoting key
occupations and industries to inform decision making and program improvement.
They share this information at the state and local levels to inform decision making
and program improvement. Part of the overall assessment includes effective
partnering and leveraging resources. This is an ongoing activity.

Promote and participate in opportunities to align, collaborate, and leverage resources among
core and required partners, particularly in the comprehensive one-stop centers, to continually
improve service to Utahns and ensure that anyone who comes to the office for assistance
receives a service or an effective referral

o Assessed by: This will be assessed through the recertification process.
Comprehensive one-stop centers will be required to demonstrate progress related to
this goal. State Workforce Development Board committees will have goals in their
action plans that relate to this goal and they will show the work they are doing to
support it. This is an ongoing activity.

Goal Focus: Employers Utah will involve employers directly in the workforce development system by
utilizing and leveraging existing partnerships and expanding opportunities for them to participate in
developing new partnerships and aligning programs. This will include:

Ensuring business needs are met by collecting information from partner surveys, reports, and
business or industry groups and identifying gaps or opportunities to improve services,
including building stronger collaboration, alignment and leveraging resources

o Assessed by: This will be assessed through the recertification process and
Employment Engagement Workgroup. Comprehensive one-stop centers will be
required to demonstrate how they are collecting and sharing feedback from surveys
and reports and using the information to make decisions and implement
improvements. This is an ongoing activity.

Reaching out to employers to help design career pathways for use in secondary education (K-
12), Adult Education and post-secondary education

o Assessed by: The education system in Utah, at all levels, is supported by
Occupational Advisory Committees that provide annual reports regarding the
education system’s classes, programs of study, and career pathways in terms of
employer needs. This information can be shared with partners at the local level. In
addition, the Utah State Board of Education has contracted with a company that
gathers feedback on employer needs regarding specific occupations to help them
design certification assessments at the K-12 level. This is an ongoing activity.

Partnering to promote and support current work-based learning opportunities and coordinate
to recruit more organizations to provide these types of training opportunities.
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Assessed by: Agencies and education partners assess their ability to promote work-
based learning and recruit organizations to provide these experiences. The partners
will share this information with State Workforce Development Board committees. This
will also be assessed by the comprehensive one-stop certification process. This is an
ongoing activity.

e Partnering to coordinate and collaborate in outreach and marketing to the business sector

o

Assessed by: The State Workforce Development Board will describe
recommendations or steps taken to coordinate and collaborate in outreach and
marketing to the business sector. The core and required partners will work toward
aligning marketing and outreach activities. The recommendations will be implemented
and measured using individual agency standards all partners currently have in place.
This is an ongoing activity.

e Involving State Workforce Development Board members in promoting business customer
surveys, encouraging participation on board committees, and utilizing the business services
available so they can provide feedback and ideas for continual improvement

o

Assessed by: The Operations Committee will oversee the quality and quantity of
survey responses and other feedback received and ensure required performance
measures are shared with the State Workforce Development Board. Implementation
of the new business customer survey began in December 2019. Outreach will be to
existing and potential employer customers so reports will be available beginning Fall
2020. The survey questions will be reviewed in Fall 2022 to ensure they are providing
needed information for improvement. This is an ongoing activity.

e Providing quality labor market information, sector-based approaches and a well-trained talent
pipeline for employers in order to increase their competitiveness

o

Assessed by: This will be assessed through the one-stop certification process. One-
stop centers are required to demonstrate that they understand labor market
information and how they provide the information to individuals.

Goal Focus: Education and Training Education and training partners will establish programs that meet
both the current and emerging needs of businesses and organizations, including an emphasis on real-
life applicability of skills development. Partnerships will facilitate clear connections for students to join
Utah’s workforce. This will be accomplished by:

e Developing a talent pipeline in targeted industry sectors

o

Assessed by: Agencies and partners assess their projects and programs related to
supporting and promoting talent pipelines in targeted industry sectors. They share
information at the state and local levels to inform decision making and program
improvement. It will also be assessed through the comprehensive one-stop
recertification process in terms of how partners are working together to align,
collaborate and support talent pipelines in targeted industry sectors. This is an
ongoing activity.
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e Ensuring all partners are aware of the educational offerings available and are recruiting and
making referrals for WIOA-targeted populations, specifically those with barriers to
employment

o

Assessed by: This will be assessed through Utah’s Partner Referral System which
was fully implemented during 2021. The system tracks referrals and outcomes for
each office and includes all core and required partners. American Job Centers can
use the system reports to provide insight about the effectiveness and appropriateness
of partner referrals. This is also assessed through the comprehensive one-stop
certification and recertification processes. This is an ongoing activity.

e Developing programs and strategies that help high-school students access high school
Career and Technical Education, technical colleges, concurrent enrollment, and other
partnership pathways to post-secondary Career and Technical Education programs while in
high school and ensuring that all partners are aware of the programs

o

Assessed by: This will be assessed by the number of high school students
concentrating and completing Career and Technical Education programs while in high
school, the number of high school students enrolled in and completing technical
college programs, and the number enrolled in and completing concurrent enroliment
Career and Technical Education courses. A report will be provided annually to the
State Workforce Development Board. It will also be assessed through the certification
and recertification process where partners demonstrate that all staff are trained and
understand where to find information about partner programs. This is an ongoing
activity.

e Ensuring core and required partners are aligning, coordinating and collaborating as career
pathway initiatives are developed and implemented, particularly in areas where there is a
comprehensive one-stop center

o

Assessed by: This will be assessed through the recertification process.
Comprehensive one-stop centers will be required to demonstrate how they are
aligning, coordinating and collaborating to implement and support career pathway
initiatives. They will show how they are connecting to and supporting projects that
support targeted occupations and industries. This is an ongoing activity.

Goal Focus: Workforce Utah will provide education and training options that provide the skills and
competencies required to meet employer and job seeker needs. Strong partnerships will enable job
seekers to find sustainable employment and employers to recruit and retain quality employees. This

will involve:

e Increasing awareness for the job-readiness skills necessary for competition in the workforce
and providing supplementary preparation and/or training

o

Assessed by: Utah will explore utilizing performance measurement options such as
the number of core partner customers who receive supplementary training and have
successful job placements. These reports will be presented to the State Workforce
Development Board annually when they become available.
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e Leveraging core and required partner programs to increase awareness of the workforce skills
employers are requesting

o Assessed by: The required performance measures will be used as a tool to assess
the effectiveness of partners working together to help job seekers understand what
they need to do to meet employer needs. In addition, assessment will be provided
through the recertification process as comprehensive one-stop centers show the work
partners are doing related to this goal. These reports will be presented to the State
Workforce Development Board annually.

e Partners will coordinate and collaborate to develop career pathways that support ongoing skill
development including apprenticeship, work-based learning, customized training

o Assessed by: This will be assessed through the comprehensive one-stop
recertification process. Comprehensive one-stop centers will be required to
demonstrate how they are coordinating and collaborating to develop career pathways
that support skill development. This is an ongoing activity.

e Partnering to coordinate and collaborate in outreach to employed, underemployed, and
unemployed individuals

o Assessed by: Surveys and other feedback tools and methods partners use to ensure
individual needs are met. These reports will be shared during one-stop center partner
meetings and recertification. Partners will share information with the State Workforce
Development Board. This is an ongoing activity.

e Ensuring current labor market information is accessible to individuals to inform them about
skills, credentials, wages, and jobs in demand

o Assessed by: This will be assessed through the one-stop certification process. One-
stop centers are required to demonstrate that they understand labor market
information and how they provide the information to individuals.

Goal Focus: Populations with Barriers to Employment Government and community partners will
leverage and align resources to reduce or eliminate barriers to employment so that at-risk populations
have greater opportunities in the workforce. This will be accomplished by:

e Ensuring partners have strong relationships at the local level so education partners connect
these populations to community services that support them

o Assessed by: This will be assessed through the comprehensive one-stop center
recertification process. Comprehensive one-stop centers will be required to
demonstrate how they are working together to ensure education partners connect the
priority population to needed services. This is an ongoing activity.

e Partnering to develop and implement comprehensive strategies that connect these
populations to services and ensure best practices are implemented to access services,
coordinate outreach methods, and messaging to target populations

o Assessed by: This will be assessed through the comprehensive one-stop center
recertification process. Comprehensive one-stop centers will be required to describe
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the strategies they are using to connect these populations to services. They must
also show how they are developing and implementing best practices to provide
access to services, coordinate outreach methods and messaging to target
populations. This is an ongoing activity.

e Ensuring partners develop a cycle of continuous improvement to assess program efficacy and
make adjustments to outreach strategies in serving at-risk populations.

o Assessed by: This will be assessed through the comprehensive one-stop center
recertification process. Comprehensive one-stop centers will be required to describe
their processes of continuous improvement which includes program efficacy to make
real-time adjustments to outreach strategies for at-risk populations. This is an
ongoing activity.

c. State Strategy

The Unified or Combined State Plan must include the State's strategies to achieve its strategic vision
and goals. These strategies must take into account the State’s economic, workforce, and workforce
development, education and training activities and analysis provided in Section (a) above. Include
discussion of specific strategies to address the needs of populations provided in Section (a).

1. Describe the strategies the State will implement, including industry or sector
partnerships related to in-demand industry sectors and occupations and career
pathways, as required by WIOA section 101(d)(3)(B), (D). “Career pathway” is defined
at WIOA section 3(7) and includes registered apprenticeship. “In-demand industry
sector or occupation” is defined at WIOA section 3(23)

2. Describe the strategies the State will use to align the core programs, any Combined
State Plan partner programs included in this Plan, required and optional one-stop
partner programs, and any other resources available to the State to achieve fully
integrated customer services consistent with the strategic vision and goals described
above. Also describe strategies to strengthen workforce development activities in
regard to weaknesses identified in section ll(a)(2)

State Strategy

Utah'’s Strategies to Achieve its Strategic Vision and Goals

Utah’s strategies take into account its economic, workforce, workforce development, education and
training activities and analysis provided in the section above. Utah’s Unified Plan includes strategies
to achieve its overall vision and goals for its workforce development system. The strategies are
flexible to accommodate the state’s economic, workforce, and workforce development, education and
training activities and analysis provided in Section (a). The plan includes specific strategies to address
the needs of populations described in Section (a). The foundation of Utah’s plan is built upon utilizing
data, partnerships, and its resources to implement strategies that support operations to provide
services to individuals and employers. Utah is committed to adjusting its strategies as needed to meet
the state’s workforce needs. Utah’s State Workforce Development Board has standing committees to
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ensure Utah’s goals and vision are met. These include Youth, Apprenticeships, Services to
Individuals with Disabilities, Career Pathways, and Operations.

Vision

A strong economy, now and in the future, depends on a world-class workforce. Utah will enhance and
expand collaborative efforts with businesses and organizations, educational institutions, community
partners, and government agencies through business development and partnerships related to key
industry sectors and occupations. Through its implementation of WIOA, Utah will increase access to
and opportunities for employment, education, training and support services that individuals—
particularly those with barriers to employment—need to succeed in the workforce.

Goals

Goal Focus All-Encompassing Partnerships

Utah will partner across the WIOA core and required partners, education, economic development,
businesses, organizations and other programs to coordinate, align strategies, leverage resources and
work together to develop Utah’s workforce and create opportunities for sustainable employment. Utah
will strengthen its partnerships by:

e Working with workforce system partners, particularly core and required partners and the State
Workforce Development Board, to ensure current labor market information and performance
data are utilized to inform the development of an effective and integrated workforce system
that ensures support of diverse local economies throughout the state

o Strategy: The economic assessment of statewide workforce needs will be used by the
State Workforce Development Board committees to ensure that their
recommendations are based on Utah’s workforce needs. The State Workforce
Development Board and its committees will receive a report on Utah’s statewide and
sub-state economies and partner performance measures annually. The Department
of Workforce Services staff provides current information on its website, presentations
and training, and responds to data requests for workforce system partners as
needed. Labor market information is incorporated into staff training for all core
partners. Labor market information and performance data are available to and used
by partner leaders at all levels to make decisions.

e Leveraging state funding resources to support the promotion of key occupational clusters and
industry sectors identified through economic analysis and input from employers, and utilizing
these resources to support the state workforce development activities

o Strategy: The Operations Committee, which has representation from business and all
core and required partners, will ensure this goal is incorporated into the one-stop
center certification process. It also supports the maintenance of the WIOA Partner
MOUV/IFA to ensure state funding resources are leveraged to promote this goal. The
MOUV/IFA was updated in November 2021. Core partners will coordinate at the local
level to support mutual at-risk individuals in education and employment goals that
align with key industries and occupations. Committees and all partners will support
and promote opportunities in these sectors through sharing information about
initiatives and projects during meetings and networking. This is an ongoing activity.

77



Promote and participate in opportunities to align, collaborate, and leverage resources among
core and required partners, particularly in the comprehensive one-stop centers, to continually
improve service to individuals and ensure that anyone who comes to the office for assistance
receives a service or an effective referral

o Strategy: Overall strategies include setting collaborative performance goals, sharing
information/data, and working together to resolve problems and addressing gaps. It
also includes collaborating and coordinating on training, outreach and feedback.
Partners will utilize existing committees, workgroups, and programs while working to
align and share resources when it is appropriate. The State Workforce Development
Board and its committees will hold regular meetings, as required by Utah’s plan, and
clearly outline all partners’ responsibilities so they can be held accountable or
adjusted as required. These are ongoing activities.

The SWDB committees provide a forum for workforce system partners to
share information, promote best practices, and develop recommendations.
Information will be shared with the full State Workforce Development Board
as well as comprehensive one-stop centers

Comprehensive one-stop center partners will work toward sharing information
and refining the current referral process

The Data and Reports Workgroup, under the Operations Committee, will
continue to explore opportunities to develop a common point of entry for
customers that streamlines the process and eliminates duplication by utilizing
a universal collection application that connects to all core partner systems

Core partners will continue to explore opportunities to co-locate core program
partners and services

Workforce system partners will work together to set collaborative
performance goals, share information/data and work together to resolve
problems and address gaps

State Workforce Development Board committees and comprehensive one-
stop center leadership will ensure there are processes for sharing information
among partners to provide a more holistic experience for the at-risk
populations and provide seamless service

State Workforce Development Board committee members will visit one-stop
centers to help identify best practices and gaps in services and make
recommendations for alignment of partner resources

Core partners will continue to collaborate and align procedures for one-stop
certifications, including recertification

The core partners, housed under the Department of Workforce Services, will
continue to meet monthly for policy coordination meetings to ensure partner
coordination and alignment. They will also explore opportunities for program
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integration. In addition, the Workforce Development Division coordinates
policy with the Eligibility Services Division.

Through their oversight of the recertification process, the Operations
Committee will ensure core, required and optional one-stop partners
collaborate and that they are not duplicating services

Goal Focus: Employers Utah will involve employers directly in the workforce development system by
utilizing and leveraging existing partnerships and expanding opportunities for them to participate in
developing new partnerships and aligning programs. This will include:

e Ensuring business needs are met by collecting information from partner surveys, reports, and
business or industry groups and identifying gaps or opportunities to improve services,
including building stronger collaboration, alignment and leveraging resources

o Strategy: The Operations Committee employer engagement workgroup will gather
information and review partners’ current employer engagement processes. They will
identify gaps and explore new ways to better meet employers’ workforce needs and
to achieve the goals of industry partners, including:

Ensuring all partners are aligned and coordinated in educating employers
about individuals with barriers, with an emphasis on the targeted industries

Ensuring that partners are engaging with employers and high demand
industries needs are being addressed within each of the economic regions

Exploring ways partners can leverage Utah Office of Rehabilitation’s current
coordination with employers

Identifying ways partners can participate in supporting industry at the
secondary (K-12) and post-secondary education levels

Identifying ways partners can coordinate, align with and utilize Workforce
Development Division workforce development specialists, Utah Office of
Rehabilitation business relation specialists, labor market information and
UWORKS labor exchange system to support employer needs

Developing recommendations for a process to coordinate efforts to
understand employer needs from a full workforce development system point
of view, coordinating partner efforts as well as considering new methods

Exploring developing a plan for coordinating and collaborating core,
education, and economic development partners’ outreach to employers

e Strategy: The Career Pathways Committee will gather information on current
activities regarding career pathway projects and programs and make
recommendations for replicating successful activities, sharing information and
providing support when gaps are identified. The committee will work to help partners
align and coordinate with existing employer/education pathway efforts such as
Technical Education Advisory Committees. This is an ongoing activity.
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= The Career Pathways Committee will stayed informed about and supported
partners’ outreach to employers for assistance in designing career pathways
for use in secondary education (K-12), Adult Education and post-secondary
education

e Partnering to promote and support current work-based learning opportunities and coordinate
to recruit more organizations to provide these types of training opportunities

o

Strategy: Leveraging partner communication channels to promote available
internships, apprenticeships and on-the-job training that companies provide as well
as contacting companies interested in providing these types of training opportunities.
Examples of current strategies include:

= Supporting workforce system partner conferences such as Women in Trades
= Collaborating and aligning outreach to at-risk individuals and companies

= Workforce system partners and State Workforce Development Board
supporting organizations that promote work-based learning such as the
Electrical Training Alliance

= Workforce system partners sharing information and promoting events such
as job fairs, mentoring activities and training workshops

= Training partner staff to refer job seeker customers to work-based learning
opportunities and to refer interested employers to partners who can help
them establish work-based learning opportunities

= Core and required partners coordinating and collaborating outreach and
marketing to the business sector

= Encouraging employers and other workforce system partners to post work-
based learning opportunities on jobs.utah.gov

Strategy: The Operations Committee will gather information and review partners’
current employer engagement processes. They will identify gaps and explore new
ways to better meet employers’ workforce needs and achieve the goals of industry
partners, including:

= Ensuring all partners are aligned and coordinated in educating employers
about individuals with barriers, with an emphasis on the targeted industries

= Exploring ways all partners can leverage Utah System of Rehabilitation’s
current coordination with employers

= |dentifying ways all partners can coordinate, align with and utilize the
Workforce Development Division’s workforce development specialists, Utah
Office of Rehabilitation business relations specialists, labor market
information, and UWORKS labor exchange system to support employer
needs
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= Involving State Workforce Development Board members in promoting
business customer surveys, encouraging participation on board committees,
and utilizing the business services available so they can provide feedback
and ideas for continual improvement

e Providing quality labor market information, sector-based approaches and a well-trained talent
pipeline for employers in order to increase their competitiveness

o Strategy: The workforce system partners, under the guidance of the Operations
Committee, will continue their efforts to align, coordinate, and leverage resources
related to employer outreach. The comprehensive one-stop centers will extend these
efforts to the local level so partners can work together to provide these services to
employers in their communities.

Goal Focus: Education and Training Education and training partners will establish programs that meet
both the current and emerging needs of businesses and organizations, including an emphasis on real-
life applicability of skills development. Partnerships will facilitate clear connections for students to join
Utah’s workforce. This will be accomplished by:

e Developing a talent pipeline in targeted industry sectors

o Strategy: State Workforce Development Board committees, working with partners
such as the Governor’s Office of Economic Opportunity, will create and/or support
recommendations and steps for developing a talent pipeline in targeted industry
sectors. Committees and partners will support state legislative efforts in targeted
industry sectors, such Utah Works and Silicon Slopes. This is an ongoing activity.

e Ensuring all partners are aware of the educational offerings available and are recruiting and
making referrals for WIOA-targeted populations, specifically those with barriers to
employment

o Strategy: The comprehensive one-stop centers will develop strategies at the local
level that support this goal, including utilizing the Partner Referral System. This is an
ongoing activity.

e Developing programs and strategies that help high-school students connect to concurrent
enrollment, high school Career and Technical Education, and other partnership pathways to
post-secondary Career and Technical Education programs and ensuring that all partners are
aware of the programs

o Strategy: The Career Pathways Committee will work with the Youth committee to
identify ways to support comprehensive one-stop center efforts to connect high
school students to education and career pathways. The committees will work together
to establish best practices and make recommendations to local partner leadership.
This is an ongoing activity.

e Ensuring core and required partners are aligning, coordinating and collaborating as career
pathway initiatives are developed and implemented, particularly in areas where there is a
comprehensive one-stop center
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Strategy: The Career Pathways Committee will proactively coordinate with the Talent
Ready Utah program initiatives to ensure partner staff are aware of and understand
how they can support these initiatives at the local level, and ensure that customers,
particularly those with barriers,